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T i t l e :  MOTIVATION OF SECONDARY-SCHOOL TEACHERS IN THE LAKE UNION
CONFERENCE OF SEVENTH-DAY ADVENTISTS BASED ON HERZBERG'S 
DUAL-FACTOR THEORY OF JOB SATISFACTION AND MOTIVATION
Name o f  re se archer :  K h i l l a h  ( L a t i f )  Rady K h i l l a h
Name and degree o f  f a c u l t y  a d v is e r :  Bernard M. L a l l ,  Ph.D.
Date completed:  June 1986
Statement  o f  the Problem 
Several s tud ies  in in dust ry  and p u b l ic  educat ion  have 
def ined  areas o f  job s a t i s f a c t i o n  and d i s s a t i s f a c t i o n .  I t  appears 
t h a t  the Seventh-day Advent is t  secondary -school  teachers a re  con­
f ro n te d  w i t h  most of  the same m o t iv a t in g  f a c to r s  as t h e i r  c ou n te r ­
par ts  in p u b l i c  schools .  Job d i s s a t i s f a c t i o n  can r e s u l t  in teacher  
m o b i l i t y  which may d i s r u p t  the op era t io n  o f  any school system. No 
study of  t h i s  type has been conducted in the Lake Union Conference  
o f  Seventh-day A d ve n t is ts .
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Method
The study popula t ion  included a l l  the secondary-school  
teachers f o r  1984-85 in ten Lake Union Conference s en io r  academies.  
Herzberg 's  instrument  to measure workers '  m o t iv a t io n  was modi f ied  
and used f o r  the c o l l e c t i o n  o f  da ta ;  C h i -square  and Spearman r  
t e s ts  provided te s ts  o f  s i g n i f i c a n c e  as we l l  as rank o r d e r .  Seven 
hypotheses were t e s te d .
Conclusions
Four o f  the conclusions reached a re :
1. The p r i n c i p a l ' s  r o l e  in m o t iv a t in g  teachers is v i t a l .
2. Older  teachers were more s a t i s f i e d  and f u l f i l l e d  than 
younger ones.
3. The f i r s t  three  s a t i s f i e r s  were:  (a)  in te rp erso n a l
r e l a t i o n s  w i t h  p r i n c i p a l ,  (b) in te rp ers ona l  r e l a t i o n s  w i th  s tuden ts ,  
and (c)  in te rp e rso n a l  r e l a t i o n s  w i t h  peers,  o th e r  s t a f f ,  and parents .
4.  The f i r s t  th ree  d i s s a t i s f i e r s  were:  (a)  u n i o n / l o c a l  
conference p o l i c i e s  and educat ional  l e a d e r s h ip  p ro vided ,  (b)  job  
s e c u r i t y ,  and (c) in te rp e rso n a l  r e l a t i o n s  w i t h  p r i n c i p a l .
Recommendations
Some o f  the recommendations presented f o r  d is cu ss io n ,  con­
s i d e r a t i o n ,  and poss ib le  adoption a re :
1. S i m i l a r  s tud ies  might be conducted in o th e r  North  
American unions and o th e r  wor ld  d i v i s i o n s  to  t e s t  whether these  
f i n d i n g s  can be g e n e r a l i z e d  to  o th er  e n t i t i e s .
2.  A s i m i l a r  study might be conducted a t  the e lem en ta ry -  
school l e ve l  in the Lake Union Conference.
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3 .  School p r i n c i p a l s  must be c a r e f u l l y  s e le c t e d ;  f u r t h e r ,  
teachers ,  t r a i n e d  in the area o f  school a d m i n i s t r a t i o n  and super­
v i s i o n ,  should be chosen as school p r i n c i p a l s .
4 .  in s e r v ic e  t r a i n i n g  seminars and workshops in adm ini ­
s t r a t i o n  and superv is ion  a re  recommended f o r  c u r re n t  p r i n c i p a l s .
5.  Supervis ion  should provide a s s is t a n c e ,  encouragement  
and growth to younger as we l l  as exper ienced teachers to  e l i m i n a t e  
di ssa t i  s f a c t i o n .
6 .  Teachers should be involved in making, adopt ing ,  and 
updat ing un io n /confe re nce  educat ional  p o l i c y  and in dec is io n  making 
a t  a l l  l e v e l s ,  e s p e c i a l l y  on dec is ions d i r e c t l y  a f f e c t i n g  them.
7. At tendance a t  p ro fessiona l  meet ings and convent ions is
recommended to help teachers grow p r o f e s s i o n a l l y  and come in touch 
wit h  t h e i r  peers in pub l i c  and p r i v a t e  school systems.
8.  Teachers'  work loads should be re ev a lua ted ,  e s p e c i a l l y  
in the boarding academies where th i s  concern was g r e a t e s t .
9 .  D i s c i p l i n e  appears in t h i s  study as a major d i s s a t i s -
f i e r ;  t h e r e f o r e ,  study d i r e c t e d  to t h i s  problem in Lake Union
Conference academies is recommended.
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CHAPTER I
INTRODUCTION
Seventh-day Advent ists  opera te  the second l a r g e s t  school 
system of  any P r o te s ta n t  denomination in the United Sta tes  (Towns, 
1974, p. 8 9 ) .  "Advent is ts  have become educat ion-minded,  but they 
were not born t h a t  way. They began, indeed, wi th  very  l i t t l e  idea 
tha t  any educat ion was necessary o th e r  than i n s t r u c t i o n  in the c a r d i ­
nal tenets  o f  t h e i r  f a i t h "  (Spaulding,  1961, V o l .  I I ,  p. 9 1 ) .
To A dve nt is ts  l i v i n g  in the l a s t  q u a r t e r  of  the tw en t ie th  
cen tur y ,  i t  may seem tha t  C h r i s t i a n  educat ion has been 
c en t ra l  to t h e i r  church from i t s  in cep t io n .  T h is ,  however,  
is f a r  from the t r u t h .  Formal educat ion ,  in f a c t ,  was the 
l a s t  major i n s t i t u t i o n a l  development w i t h i n  the denomina­
t i o n .  I t  was preceded by rhe establ ishment  o f  a strong  
publ is hing  work in 1849, a c e n t r a l i z e d  church o r g a n iz a t io n  
in 1863: and a vigorous h e a l t h  care  program in I 8 6 6 . By 
way o f  c o n t r a s t ,  the A d ve n t is t  church e s ta b l i s h e d  i t s  f i r s t  
school in 18?2 and did not have a widespread e lementary  
system u n t i l  n e a r ly  I 9 OO. (Knight ,  1983, p. 1)
The f i r s t  denominat iona l ly  sponsored Seventh-day Adve nt is t  
church school (elementary  and secondary) opened a t  B a t t l e  Creek,  
Michigan, on June 3.  1872, wi th  twelve students and one teachei—  
Goodloe Harper  Bel l  (Brown, 1979. P- 8 ) .  The rapid  growth o f  the 
A dve nt is t  educat ion system is seen in Table  1. In 1984 th e re  were 
4 ,204 or imary (e lementary)  schools,  892 secondary schools,  and 91 
col leges  and u n i v e r s i t i e s ,  w i t h  a t o t a l  s tudent  populat ion of  660,466  
students,  and a t o t a l  teacher populat ion of  31 ,040  ( 122nd Annual 
S t a t i s t i c a l  Report (1984) of  the General Conference o f  Seventh-day  
A d ve n t is ts ,  1984, p. 4 ) .
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Elementary Schools Secondary Schools Univ e rs ! t i e s  and Col leges
School 5 Teachers EnrolIment Schools Teachers EnrolIment Schools Teachers Enro l 'ment
l88ü 1 1 15 1 20
1900 220 250 5,000 18 134 810 8 100 1,590
1920 928 1,273 23,481 40 * 7,924 19 1,020* 1,616
1940 2,626 3,753 91,594 90 A 12,196 35 2 , 782* 6,989
I960 4,453 8,437 230,446 282 2,598 38,533 61 999 13,534
1970 4,045 10,235 286,600 298 4,392 60,952 77 1,917 24,540
1980 3,849 16,079 331,894 806 6,156 111,927 76 3,619 32,882
1982 4,105 17,317 432,238 844 8,267 112,345 82 4,036 31,389
1983 4,331 18,871 499,523 927 6,943 114,024 92 4,049 32,561
1984 4,204 19,975 499,658 892 7,617 122,457 91 3,448 38,371
^Separate f igures  fo r  College and Secondary not a v a i l a b l e .
Source: 112nd Annual S t a t i s t i c a l  Report (1984) o f  the General Conference of  Seventh-day




I t  seems t h a t  the success and rapid growth o f  the Advent is t
educat ional  system is l a r g e l y  due to mot ivated and ded ica ted  teachers
and a d m i n i s t r a t o r s .  Douglas ( I 9 6 7 ) suggested:
The g r e a t e s t  s i n g l e  f a c t o r  in the teaching process is 
the t ea ch e r .  No technique ,  no method, no d ev ic e ,  no 
gadget can guarantee  success . . . only  the tea ch er  can 
do t h i s .  The g r e a t e s t  m o t iva t in g  dev ice yet  d iscovered  
is a h ig h ly  mo t ivated  t ea ch e r .  (p.  19)
P r i n c i p a l s  need to m o t iv a te  t h e i r  teachers f o r  " C h r i s t  never
l e f t  anything undone but  sought to enr ic h  the l i f e  and scope of
r e s p o n s i b i l i t y  o f  those immediate ly  around Him. M o t i v a t i o n  was the
key f a c t o r  in how He d e a l t  w i t h  men!" ( W i l l i a m s ,  1983, P . 5 3 ) .  This
study is concerned w i t h  f a c t o r s  m o t iv a t in g  secondary school (academy)
teachers in the Lake Union Conference of  Seventh-day A d v e n t is ts .
Statement o f  the Problem 
Several  s tu d ie s  in indust ry  and pub l i c  educat ion have de f ined  
areas of  job s a t i s f a c t i o n  and d i s s a t i s f a c t i o n .  I t  appears tha t  the 
Seventh-day A d ve n t is t  secondary school teachers a re  confronted wi th  
most o f  the same m o t iv a t in g  fa c to r s  as t h e i r  cou n te rp a r ts  in pub l ic  
schools .  Job d i s s a t i s f a c t i o n  can r e s u l t  in teachers m o b i l i t y  which 
may d i s r u p t  the o p e r a t io n  o f  any school system. No study o f  t h i s  
type has been conducted in the Lake Union Conference o f  Seventh-day  
Advent i s t s .
Purpose o f  the Study 
The pr imary purpose o f  t h i s  study was to  determine  fac to rs  
m o t iv a t in g  A d ve n t is t  secondary school teachers,  and to f i n d  fa c to r s  
which c o n t r i b u t e  to  t h e i r  d i s s a t i s f a c t i o n  or  s a t i s f a c t i o n .  Another  
purpose of  t h i s  study was to  compare the f in d in g s  o f  t h i s  research  
w i t h  those of  Hansen and Sta nley  (1 9 69 ) .
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L i m i t a t i o n  o f  the Study 
The study was l i m i t e d  by the w i l l i n g n e s s  o f  the respondents to 
record in w r i t i n g  the c r i t i c a l  inc iden ts  showing t h e i r  s a t i s f a c t i o n  
or  d i s s a t i s f a c t i o n .
D e l i m i t a t i o n s  o f  the Study
1. This  study was r e s t r i c t e d  to secondary-school  teachers  
in the Lake Union Conference o f  Seventh-day A d ve n t is ts .
2. The popula t io n  o f  t h is  study included only  the teachers  
who taught f o r  the academic year  1984-85 a t  the ten s en io r  academies 
o f  the Lake Union Conference.  They were: Adelphian Academy, Andrews
Academy, B a t t l e  Creek Academy, Broadview Academy, Cedar Lake Academy, 
Grand Ledge Academy, Indiana Academy, Peterson-Warren Academy, Shiloh  
Academy, and Wisconsin Academy.
3.  Only those teachers who were employed f o r  o n e - h a l f  the  
t ime (50% teaching load)  o r  more a t  the secondary school leve l  were 
included in t h i s  s tudy.  Thus a t o t a l  of  110 teachers were s e le c te d .
4 .  No a t t em pt  was made to measure the i n t e n s i t y  or  dura t ion  
o f  the inc id en ts  re p o r te d .
5.  No a t t em pt  was made to compare the r e s u l t s  o f  one academy 
wit h  any o th e r  f o r  the sake o f  c o n f i d e n t i a l i t y .
Basic Assumptions
1. In o rd er  to work f o r  and be e f f e c t i v e  in the Advent is t  
school system, i t  is c r i t i c a l  to  comprehend the dimensions of  the 
phi losophy o f  " t r u e  C h r i s t i a n  educat ion" and i t s  im p l i c a t i o n s  in 
le a d e r s h ip .  T h e r e f o r e ,  a la rg e  sec t ion  o f  the review o f  l i t e r a t u r e  
has been devoted to the to p i c  "phi losophy o f  C h r i s t i a n  e d u c a t i o n . "
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2. Most A d ve n t is t  teachers a re  commi t te d  to  C h r i s t i a n  s e r ­
v i c e .  However, as human beings, they need to be mot ivated by t h e i r  
s u p e r io r s .  I t  is v i t a l  t h a t  p r i n c i p a l s  r e a l i z e  the importance o f  
dea l in g  w i t h  teachers as col leagues and p r o f e s s i o n a l s - - t h e  " c o l l e ­
g i a l "  concept of  management.
3 .  The teachers ( respondents) answered in a consciously  
honest manner, expressing in cidents  r e l a t e d  to t h e i r  job s a t i s f a c ­
t ion  and d i s s a t i s f a c t i o n  in an o b j e c t i v e  way.
4 .  Herzberg 's  instrument  has been shown to be a good measure 
of  teacher  m o t i v a t i o n .  Th is  is seen in the stud ies  of  several  
researchers:  Jaycox and Tal lman (1967 ) ,  Hansen and Stanley (1969 ) ,
Tammen (1971 ) ,  Cox (1972 ) ,  Morgan (1974 ) ,  and Stembridge (1983 ) .
5. Advent is t  teachers,  when compared w i t h  t h e i r  counterparts  
in the pub l i c  schools ,  probably  have a g r e a t e r  commitment to t h e i r  
work and s e rv ic e ,  even though t h e i r  m o t iv a t io n a l  needs remain the  
same as those o f  pub l ic -s chool  teachers.
6 .  B e t te r  understanding of m o t iv a t io n a l  f a c to r s  by school 
a d m in is t r a to r s  and o th er  educat ional  leaders increases t h e i r  a b i l i t i e s  
to f a c i l i t a t e  t ea ch ers '  job s a t i s f a c t i o n ,  and tea ch ers '  e f f e c t i v e n e s s .
Hypotheses
The f o l lo w in g  hypotheses were post u la ted  f o r  t h i s  study:
Hypothesis 1 : There is a s i g n i f i c a n t  r e l a t i o n s h i p  between
the j o b - s a t i s f y i n g  fa c to r s  f o r  Seventh-day A d ve n t is t  secondary-school  
teachers and t h e i r  cou nterp art s  in the p u b l i c  schools based on Hansen 
and S t a n l e y 's  (1969)  study.
Hypothesis 2 : There is a s i g n i f i c a n t  r e l a t i o n s h i p  between
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j o b - d i s s a t i s f y i n g  fa c to r s  f o r  Seventh-day A dvent is t  secondary-school  
teachers and t h e i r  counterparts  in the p u b l i c  schools as measured by 
Hansen and Stanley (1969 ) .
Hypothesis 3 : There is a s i g n i f i c a n t  r e l a t i o n s h i p  between the
job s a t i s f i e r s  and d i s s a t i s f i e r s  reported in t h i s  study and those 
i d e n t i f i e d  in Stembridge's  study (1983 ) .
Hypothesis 4 : There is a s i g n i f i c a n t  r e l a t i o n s h i p  between the
job s a t i s f i e r s  and d i s s a t i s f i e r s  of  Advent is t  secondary-school teachers  
and workers in in d u s t r ie s  and businesses based on H erzberg 's  study 
(1959 ) .
Hypothesis 5 : There is a s i g n i f i c a n t  d i f f e r e n c e  between the
responses of  A d ve n t is t  secondary-school teachers when asked about job  
s a t i s f a c t i o n  and d i s s a t i s f a c t i o n ,  and the f u l f i l l m e n t  they f i n d  in 
being a Seventh-day A dvent is t  te acher .  The d i f f e r e n c e s  in the answers 
were based on the f o l lo w in g  v a r i a b l e s :  (a)  sex, (b) m a r i t a l  s ta tu s ,
(c)  age, (d) q u a l i f i c a t i o n s  (academic degrees obta in ed )  and where they 
were earned (Ad ven t is t  versus non-Adve nt ist  i n s t i t u t i o n s ) ,  (e)  s i z e  
of  c la s s ,  ( f )  teaching area ( s u b j e c t ) ,  (g) type of  academy (boarding,  
day or  combined),  and (h) f u l f i l l m e n t  of  e x p e c ta t io n s .
Hypothesis 6 : There is a r e l a t i o n s h i p  between job s a t i s f a c ­
t ion  as revealed in the fo r c e d -c h o i c e  s t ru c tu re d  responses and those 
of  the c r i t i c a l  in c id e n ts .
Hypothesis 7: There is a r e l a t i o n s h i p  between jo b  d i s s a t i s ­
f a c t i o n  as revealed in the fo r ced -c h o ice  s t r u c tu r e d  responses and the  
c r i t i c a l  in c id e n ts .
This study used the ca teg o r ie s  adapted by Hansen and Stanley  
( 1969 ) from Herzberg 's  o r i g i n a l  study of  " job m o t i v a t i o n "  (1959 ) .
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The ca teg o r ie s  used in sec t ion  I I  of  the instrument were:
1. Recogni t ion ( t e s t e d  by item 1)
2. Achievement ( t e s t e d  by item 2)
3. P o s s i b i l i t y  of  growth ( te s te d  by i tem 3)
4.  Advancement ( t e s t e d  by item 4)
5. Sa la ry  ( t e s t e d  by item 5)
6. In te rp ers ona l  r e l a t i o n s ,  a d m i n i s t r a t o r  ( t e s t e d  by item 6)
7. In te rp ers ona l  r e l a t i o n s ,  s tudents ( t e s t e d  by item 7)
8.  In te rp ers ona l  r e l a t i o n s ,  peers,  s t a f f  members, par en ts ,
and o th e r  a d u l t s  ( t e s t e d  by item 8)
9. Su p erv is io n ,  t ec h n ica l  ( t e s t e d  by item 9)
10. R e s p o n s i b i l i t y  ( t e s t e d  by i tem 10)
11. System o f  school p o l ic y  and a d m i n i s t r a t i o n  ( te s te d  by 
i tern 12)
12. Work c o n d i t io n s  ( te s t e d  by i tem 13)
13. Work i t s e l f  ( t e s t e d  by item 15)
14. Factors  in personal l i f e  ( t e s t e d  by item 16)
15. Status ( t e s t e d  by i tem 17)
16. Job s e c u r i t y  ( t e s t e d  by item 18)
17. D i s c i p l i n e  ( t e s t e d  by item 19)
To meet the p a r t i c u l a r  needs o f  t h i s  re se arch ,  the f o l lo w in g  
c a t e g o r ie s  were added a f t e r  being examined by a group o f  judges com­
posed o f  f i v e  doctora l  s tudents in the area o f  edu cat ional  a d m i n i s t r a ­
t io n  who had been employed by the Seventh-day A d ve n t is t  church as 
secondary-school teachers in var ious parts  o f  the w o r ld .  The added 
ca teg o r ie s  ( th r e e  new and two from Stembridge, 1983) were:
1. E f fe c t i v e n e s s  o f  the system a t  the un io n-confe rence  level
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- - i t s  p o l i c i e s  and educat ional  l e ad e rsh ip  ( t e s t e d  by i tem 11)
2.  The degree to  which the t e a c h e r 's  commitment to s e r v i c e  
is being met ( t e s t e d  by item 20)
3,  E x t r a - c u r r i c u l a r  a c t i v i t i e s  t h a t  r e q u i r e  the t e a c h e r ' s  
p a r t i c i p a t i o n  ( t e s t e d  by item 21)
k .  T each er ' s  p a r t i c i p a t i o n  in school dec is ion  making ( t e s t e d  
by i tem 22)
5. A v a i l a b i l i t y  o f  resources,  s u p p l i e s ,  and equipment  
( t e s t e d  by item 14)
School p r i n c i p a l s  and o t h e r  educat ional  leaders  need to know 
the meaning and im p l i c a t i o n s  o f  H erz berg 's  M o t iv a t io n -H y g ie n e  Theory  
which proposes t h a t ,  in r e a l i t y ,  two s i g n i f i c a n t l y  d i f f e r e n t  groups 
of  f ac to rs  e x i s t .  The f i r s t  group revolves around the need f o r  
personal development in one's  occ upat ion;  the second operates as 
an e s s e n t ia l  base to  the f i r s t  and is assoc ia ted  w i t h  f a i r  t r e a t ­
ment in compensation,  s up e rv is io n ,  working c o n d i t i o n s ,  and ad m in i ­
s t r a t i v e  p r a c t i c e s .  The f u l f i l l m e n t  of  the second group does not  
m otiva te  the in d i v i d u a l  to high le v e ls  o f  job s a t i s f a c t i o n  o r  to 
produce e x t r a  on the j o b .  A l l  one can expect  from s a t i s f y i n g  the  
hygiene f a c t o r s  is pre vent io n  o f  d i s s a t i s f a c t i o n  and poor job p er ­
formance (Herzberg,  Mausner, & Snyderman, 1959, pp. 114 -1 15 ) .
T h e o r e t i c a l  Construct
Is There a Theory in Educational  
Admin i s t r a t  ion?
There a re  many d e f i n i t i o n s  o f  a t he o ry .  There is a tendency  
to b e l i e v e  t h a t  t h e r e  a re  t h e o r ie s  in n a t u r a l  sc ience s,  but not  in 
educat ion ,  or  soc ia l  sciences in g e n e r a l .  Beauchamp (1981,  p. 5)
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(F igure  1) concluded t h a t  a l l  kinds o f  t he o r ie s  f a l l  under th r ee  
broad c a te g o r ie s  o f  knowledge: (a)  theo r ie s  in the hum an it ies ,  (b)
th e o r ie s  in the soc ia l  sc iences,  and (c) theo r ie s  in the n a tu ra l  
sciences.
According to Beauchamp's model there  is a p lace  f o r  theory  
in the f i e l d  o f  educat ional  a d m in is t r a t i o n  and le a d e r s h ip .  However,  
educators need to b u i l d  on " the  s c i e n t i f i c  concept" in forming t h e i r  
own "ed uca t io na l  t h e o r i e s . "
What Is Theory?
Rudner (1966)  def in ed  theory as "a s y s t e m a t i c a l l y  r e l a t e d  set  
of  sta tem ents,  in c lud ing  some l a w l i k e  g e n e r a l i z a t i o n s ,  tha t  is e m p i r i ­
c a l l y  t es te d"  (p.  1 0 ) .  A more r e f i n e d  d e f i n i t i o n  o f  a theory is that  
of  K e r l i n g e r  (1973)  :
A theory is a set  of  i n t e r r e l a t e d  constr ucts  (conce pts ) ,  
d e f i n i t i o n s ,  and pro pos i t io ns  tha t  present  a sys temat ic  view 
o f  phenomena by s p e c i fy in g  r e l a t i o n s  among v a r i a b l e s ,  w i t h  
the purpose o f  e x p la in in g  and p r e d i c t in g  the phenomena, (p.  9)
What Are the Funct ions of  Theory?
O'Connor (1957)  gave thr ee  funct ions  f o r  theo ry ,  " th e o r i e s  
f u l f i l l  the th r ee  func t i ons  of  (a )  d e s c r i p t i o n ,  (b)  p r e d i c t i o n ,  and 
(3)  e x p la n a t io n "  (p.  3 1 ) .
The purpose o f  a l l  the d i f f e r e n t  m o t iv a t io n a l  th e o r ie s  p re ­
sented in t h i s  study is to  help school p r i n c i p a l s  and educat ional  
leaders be more e f f e c t i v e  in t h e i r  leadersh ip  and in m o t iv a t in g  t h e i r  
t ea chers .  Another purpose is to develop a thought  process t h a t  causes 
a d m i n i s t r a to r s  to  choose and develop t h e i r  own concepts o f  m o t iv a t io n .  
The e c l e c t i c  approach seems to be the best in developing one's  own 
philosophy o r  framework in successful  a d m i n i s t r a t i v e  fu n c t i o n s .
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Hierarchy  o f  Needs--Mas1ow. f1aslew's own philosophy of  tnan
is humanist ic  and opposed to the b i o l o g i c a l  o r  Darwinian conception
o f  man. He conceived man as being d i f f e r e n t  in p r i n c i p l e  from o th e r
spec ies .  He wrote:
The laws o f  human psychology and o f  non-human na ture  
are in some respects  the same, but  a re  in some respects
u t t e r l y  d i f f e r e n t .  . . . A l l  our t a l k  about  mot ives and
values does not  imply a wish to s u b j e c t i v i z e  o r  psycholo­
g iz e  non-hUman n a tu r e ,  b u t ,  o f  course,  we must psycholo­
g iz e  human n a t u r e .  (1970,  p. 7)
Madsen (1974) s ta te d  t h a t  the most important  hypothesis  in 
Mas low's m o t iv a t io n  theory is h is  " h i e r a r c h y  hyp othes is"  t h a t  human 
beings a r e  mot ivated by an h i e r a r c h i c a l  system o f  basic  " i n s t i n c t o i d "  
needs. The h ie r a r c h y  o f  needs inc ludes:  the p h y s i o l o g i c a l ,  the
s a f e t y ,  the a f f i l l a t i v e ,  the esteem, and the s e l f - a c t u a l i z a t i o n .
The h i e r a r c h i c a l  o r g a n iz a t io n  o f  the needs impl ied t h a t  s a t i s f i e d  
" lower"  needs dominate and conquer in a c o n f l i c t  w i t h  u n s a t i s f i e d  
" h i g h e r "  needs. Thus, s e l f - a c t u a l i z a t i o n  r e q u i r e s  the s a t i s f a c t i o n  
o f  a l l  o th e r  needs. T h e r e f o r e ,  s e l f - a c t u a l i z e d  people must g e n e r a l l y  
be s a t i s f i e d  and m e n ta l l y  h e a l t h y .  Only u n s a t i s f i e d  needs are  m o t i ­
v a t in g  fo r c e s .  When a need is s a t i s f i e d  or  g r a t i f i e d ,  as Maslow puts 
i t ,  a h igher  need can dominate and determine the i n d i v i d u a l ' s  beha­
v i o r .  G r a t i f i c a t i o n  o f  needs a ls o  changes the i n d i v i d u a l ' s  c o g n i t i v e  
processes and h is  a t t i t u d e s  and e v a lu a t io n s  (p.  2 9 8 ) .
Human-Relations Theory— Rensis L i k e r t . The e xp la n a t io n  o f  the  
human r e l a t i o n s  theory has been given by Rensis L i k e r t  ( 1961 ) ,  who 
p r e fe r r e d  to p lace  the emphasis o f  m o t iv a t io n  upon the m o t iva to r .  
Managers and a d m i n i s t r a to r s  a re  encouraged to  use many fa c to r s  t h a t  
m o t iv a te .  Such f a c t o r s  inc lude:  economic mot ive s,  s e c u r i t y  mot ives.
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ego mot ives,  c u r i o s i t y ,  and the d e s i r e  to be c r e a t i v e .  The d i f f e r ­
ence in h um an- re la t io ns  theory  is the  emphasis upon the manager ra th e r  
than the employee. Money and s e c u r i t y  become t o o l s  o f  the m o t iv a tor  
r a t h e r  than m o t iv a t io n s  in themselves.
According to the human - re la t io ns  t he o ry ,  the a p p r o p r i a t e
method f o r  leaders  to use in m o t iv a t in g  t h e i r  workers is to encourage
wide-spread  p a r t i c i p a t i o n  and involvement  in dec is io n  making.
Although the le ader  has f u l l  r e s p o n s i b i l i t y  he does not  
t r y  to make a l l  the d ec is io n s .  He develops h is  group 
i n to  a u n i t  which,  w i t h  h is  p a r t i c i p a t i o n ,  makes b e t t e r  
dec is ions  than he can make a lo ne .  He helps the group 
develop e f f i c i e n t  communication and in f lu en c e  processes  
which p rov ide  i t  w i t h  b e t t e r  in fo rm at io n .  ( L i k e r t ,  1961, 
p. 170)
A rece nt  study seems to support  the "human r e l a t i o n s  theory"  
o f  L i k e r t .  T h is  study emphasized the  importance o f  team-type le a d e r ­
ship and the importance o f  the team members (workers) working coopera­
t i v e l y  w i t h  the superv isors  in dec is ion-making processes.  I t  could be 
r e f e r r e d  to as a c o l l e g i a l  concept o f  a d m i n i s t r a t i o n .  "This  is 
ext rem ely  h e l p f u l  f o r  the superv isor  because i t  gets  employees to  
help th ings  run smoothly" ( K l e i n ,  1984, p. 9 5 ) .
L i k e r t ' s  theory is a lmost  the e xac t  o p p os i t e  o f  T a y l o r ' s  
c l a s s i c a l  theo ry .  " T a y l o r ' s  philosophy sa id ,  ' Don ! t  leave anything  
to the workers except  a s imple ,  uncomplicated s i n g l e - t a s k  command.'" 
Human- re lat ions theory says: " B r i n g  the worker  on board, make him a 
member o f  the team; show him t h a t  he is s i g n i f i c a n t ,  th a t  w i l l  m o t i ­
vate  him the way noth ing  e l s e  can" (Fulmer ,  1974, p. 3 4 8 ) .
L i k e r t  (1961)  s ta te d  t h i s  concept  of the " c a r i n g "  management 
by saying:
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I t  is o f t e n  assumed t h a t  anything which takes a worker  
away from h is  job w i l l  reduce the amount o f  work he 
turns o u t .  Th is  is  not  always the case.  Time taken 
from the s u b o r d in a te 's  job  to  d iscuss h is  personal  
problems w i t h  a sympathet ic  sup e r io r  is t ime we l l  
spent .  (p .  12)
M o t iv a t io n -H y g ie n e  Theory— F r e d r i c k  Herz berg . Herzberg (1959)  
conducted a study to  t e s t  the " th eor y"  th a t  man has two sets  o f  needs,  
his  bas ic  physical  needs and h is  needs as a human t o  grow psycholo­
g i c a l l y  and p r o f e s s i o n a l l y .  Herzberg conducted h is  study on 200 
engineers and accountants  who represented a c ro s s -s e c t i o n  of  
Pi t tsb u rg h  in d u s t r y .  The method o f  " c r i t i c a l  i n c id e n ts "  was used.  
Respondents were asked about  t h e i r  exper iences a t  work which made 
them f e e l  " e x c e p t i o n a l l y  good" or  " e x c e p t i o n a l l y  bad" about  t h e i r  
jo b s .  Herzberg found t h a t  f i v e  f a c t o r s  stand out  as strong " d e t e r ­
miners"  o f  job s a t i s f a c t i o n — achievement ,  r e c o g n i t i o n ,  work i t s e l f ,  
r e s p o n s i b i l i t y ,  and advancement— the l a s t  th ree  being o f  g r e a t e r  
importance f o r  a l a s t i n g  change o f  a t t i t u d e .  The major d i s s a t i s f i e r s  
were company p o l i c y  and a d m i n i s t r a t i o n ,  s u p e r v i s io n ,  s a l a r y ,  i n t e r ­
personal r e l a t i o n s ,  and working c o n d i t i o n s .  U n l ik e  the " s a t i s f i e r s , "  
the " d i s s a t i s f i e r s "  produced s h o r t - t e r m  changes in job a t t i t u d e .
Each school p r i n c i p a l  and a d m i n i s t r a t o r  appeared to have his  
own theory o f  a d m i n i s t r a t i o n  and le a d e r s h ip .  Each develops a theory
based on his  frame o f  r e fe r e n c e ,  ph i losophy,  the way he was brought  
up, and h is  b e l i e f s  and background. However, a good a d m i n i s t r a t o r  
should be a good l e a r n e r .  His t r a i n i n g  in educat ional  leadersh ip  
should help him b u i l d  a sound theory t h a t  enables him to be an e f f e c ­
t i v e  l e a d e r .  The a r t  o f  understanding the most complex o b j e c t - - t h e  
human m i n d - - i s  a most ch a l le n g in g  jo b .  Working w i t h  people requi res
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c e r t a i n  s k i l l s  not  everybody possesses. M ot iv a t in g  teachers is a 
c h a l l e n g i n g ,  ye t  rewarding j o b .  The most successful  a d m i n i s t r a t o r  
is not  the one who fo rces  h is  "su bordinates"  to do what they a re  
supposed to do; r a t h e r ,  he is the one who makes h is  co l lea gues  do 
what he wants them to do w i t h  t h e i r  own consent and p le as u re .  The 
e f f e c t i v e  p r i n c i p a l  is not jus t  an a d m i n i s t r a t o r ,  but a leader  as 
w e l l .  On the o th e r  hand, he cons iders h im sel f  a c o o r d in a to r  and 
f a c i l a t o r  o f  the team's a c t i v i t i e s .  He and his  teachers work in a 
team s p i r i t .  The e f f e c t i v e  and successful  p r i n c i p a l  does not  adopt  
T a y l o r ' s  ph i losophy— "D o n ' t  leave anything to the workers except  a 
simple ,  uncomplicated s i n g l e - t a s k  command." Rather ,  he adopts  
L i k e r t  s approach— "Bring the worker on board,  make him a member of  
the team; show him t h a t  he is s i g n i f i c a n t ;  th a t  w i l l  mot iv a te  him the  
way nothing e ls e  can ."
Importance of  the Study
A v i t a l  f a c t o r  in a t t a i n i n g  school e f f e c t i v e n e s s  is the  
management and a d m i n i s t r a t i o n  o f  the human resource,  ih is  f a c t o r  
is p a r t i c u l a r l y  c r u c i a l  in Seventh-day Adve nt is t  schools,  where the 
kind o f  educat ion p u p i ls  r e c e iv e  is so h e a v i ly  dependent on the q u a l ­
i t y  o f  the tea chers '  per formance. Q u a l i t y  is de f ined  not only  in 
terms o f  teachers '  knowledge and s k i l l s ,  which a re  importan t ,  but  
a ls o  in terms o f  t h e i r  d ed ic a t io n  to teaching and the str eng th  of  
t h e i r  m o t iv a t io n  to a t t a i n  high le v e ls  of  performance.
The problem o f  m o t iva t in g  teachers is a perenn ia l  one.
"Ever  s ince organized a c t i v i t y  began, o rg a n iz a t io n s  have been con­
f r o n te d  w i t h  the problem o f  m o t iv a t in g  employees so th a t  they move 
towards f u l l  commitment to o r g a n i z a t i o n a l  goals"  ( B a t c h e l e r ,  198 I ) .
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D e f i n i t i o n  o f  Terms 
The fo l l o w i n g  terms are  d e f in ed  in ord er  to c l a r i f y  t h e i r  
usage in t h i s  study:
A d ve n t is t  Church or  Seventh-day A d ve n t is t  Church: The Adven­
t i s t  Church is  a c on serv a t ive  C h r i s t i a n  body, wor ldwide in scope,  
e v a n g e l i c a l ,  p ro fessing no creed but the B i b l e ,  and p la c in g  an empha­
s is  on the imminent re tu rn  of  the Lord.  Adherents observe the Sabbath 
o f  the B ib le  which is the seventh day o f  the week. These two d i s ­
t in g u i s h in g  p o in ts  a r e  incorporated in to  the name "Seventh-day Adven­
t i s t . "  The church is adm in is te red  by a r e p r e s e n t a t i v e ,  h i e r a r c h i c a l  
o r g a n iz a t io n  ranging from the lo c a l  churches, through the local  con­
ferences (missions,  f i e l d s  or  sec t ions  —  the terminology v a r i e s  in 
d i f f e r e n t  c o u n t r i e s ) ,  union c o n f e r e n c e s , d i v i s i o n s  and th r ee  "at tached  
unions" in var io us  par ts  of  the wor ld .
An A d ve n t is t  o r  a Seventh-day A d v e n t i s t : A member o f  the
Seventh-day A d ve n t is t  Church.
C r i t i c a l - i n c i d e n t  Technique: A set  o f  procedures f o r  c o l l e c t ­
ing in c id en ts  considered c r i t i c a l  by the respondent .  This  technique  
is e s s e n t i a l l y  a procedure f o r  g a th e r in g  important  f a c t s  concerning  
behavior  in s p e c i f i c a l l y  d e f in ed  s i t u a t i o n s .  C r i t i c a l  in c id en ts  
should be subjected to analyses fo r  so lv ing  problems.
General Conference: The c e n t r a l  governing o r g a n i z a t i o n  o f
the Seventh-day A d ve n t is t  Church headquartered in Washington, D.C.
I t s  major f u n c t io n  is to c oo rd in a te  the wor ldwide work o f  the  church.
Union: A unit of SDA church organization formed by a group of
lo c a l  conferences.
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Lake Union Conference: The u n i t  o f  SDA church administration
comprising the fo l l o w i n g  local  conferences:  I l l i n o i s ,  In d ia n a ,  Lake
Region, Michigan,  and Wisconsin,  w i t h  headquarters  a t  125 C o l l ege  
Avenue, Ber r ien  Spr ings,  Michigan.
M o t i v a t i o n : The process o f  in f lu e n c in g  or  s t i m u l a t i n g  a per ­
son to c r e a te  a working environment  where the goals  o f  the o r g a n i z a ­
t i o n  a r e  reached and the needs o f  the people a re  met.  In an 
o r g a n i z a t i o n ,  personnel a r e  said  to be mot ivated i f  they perform t h e i r  
jobs e f f i c i e n t l y  and e f f e c t i v e l y .
O rg a n iz a t io n a l  C l i m a t e : O rg a n iz a t io n a l  c l i m a te  is synonymous
w it h  psychological  c l i m a t e ,  work c l i m a t e ,  o r g a n i z a t i o n a l  p e r s o n a l i t y ,  
o r g a n i z a t i o n a l  c u l t u r e ,  and working c o n d i t i o n s .  For the purpose of  
t h i s  study i t  r e f e r s  to physical  surroundings o f  the w o r k p l a c e - - th e  
soc ia l  atmosphere o f  the workplace.
Hygiene: Hygiene descr ibes te achers '  r e l a t i o n s h i p  to the
c ontex t  o r  environment in which they do t h e i r  work.
Hygiene F a c t o r s : Hygiene f a c t o r s  r e f e r  to the d i s s a t i s f i e r s .
They e s s e n t i a l l y  d escr ib e  the environment  and serve p r i m a r i l y  to p r e ­
vent  job d i s s a t i s f a c t i o n  w h i l e  having l i t t l e  e f f e c t  on p o s i t i v e  job  
a t t  i tu d e s .
M ot iv a t io n  F a c t o r s : M o t iv a t io n  f a c to r s  r e f e r  to jo b  s a t i s ­
f i e r s .  E s s e n t i a l l y  they a re  e f f e c t i v e  in m o t iva t in g  the in d iv id u a l
teacher  to s u p e r io r  performance and e f f o r t .
O rg an iz a t io n  o f  the  Study
The study is organized  as f o l lo w s :
Chapter I inc ludes a statement o f  the problem, purpose or the
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study,  l i m i t a t i o n s  and d e l i m i t a t i o n s  o f  the study,  basic  assumpt ions,  
hypotheses, t h e o r e t i c a l  c o n s t r u c t ,  importance o f  the study,  and d e f i ­
n i t i o n  o f  terms.
Chapter I I  con ta ins  the review o f  l i t e r a t u r e .
Chapter I I I  descr ibes  the methodology o f  the study.  This  
inc ludes the research design,  the p o p u l a t io n ,  and the instrument  used 
f o r  the study. I t  s ta te s  the n u l l  hypotheses and descr ibes the methods 
of  a n a l y s i s .
Chapter IV descr ibes  data a n a l y s i s .
Chapter V summarizes the study and presents  the f i n d i n g s ,  
conc lu s ions ,  and recommendations.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
CHAPTER I I 
REVIEW OF THE LITERATURE
The l i t e r a t u r e  reviewed included an overview o f  the background 
and phi losophy o f  educat ion .  In a d d i t i o n ,  l i t e r a t u r e  r e l a t e d  to  
A d ve n t is t  philosophy o f  educat io n ,  management, educat ional  a d m in is t r a ­
t i o n ,  the r o l e  o f  the school p r i n c i p a l ,  and th e o r ie s  o f  m o t iv a t io n  
have been included in t h i s  chapte r .
Background and Philosophy of  Education
"Western h i s t o r y  had i t s  beginning in Egypt more than f i v e  
thousand years ago" (Eby £ Arrowood, 19^0, p. 4 ) .
The f i r s t  formal schools were located in Egypt and were known 
as the "Temple Schools ."  P r i e s t s  supervised and taught in these  
schools where educat ion and r e l i g i o n  went hand in hand. Indeed, i t  
is r i g h t  to say tha t  the Egyptians were the i n i t i a t o r s  o f  formal  
"Rel igious E d u cat io n ."  Eby and Arrowood (1940)  commented:
The words " h i e r o g l y p h i c "  and " h i e r a t i c "  i n d i c a t e  
t h a t  w r i t i n g  began as a p r i e s t l y  a r t .  The f i r s t  w r i t i n g  
schools were fo s t e r e d  by the p r i e s t s ,  and the g r e a t e s t  
i n t e r e s t  in t h i s  and k indred a r t s  was always mainta ined  
by them. (p.  74)
R e l i g i o n  a f f e c t e d  every aspect  o f  the Egypt ians'  l i v e s .  
N e u t r a l l y ,  educat ion was not on ly  in f lu en ced  by r e l i g i o n ,  but became 
p a r t  o f  i t .  The p r i e s t s  inf luen ced  the whole educat ional  system.  
Mulhern ( 1959) s ta te s  i t  c l e a r l y :
The formal school of  Egypt was e s s e n t i a l l y  c u l t u r a l ,  
tha t  i s ,  i t s  primary purpose was to teach the language,
18
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1 i t e r a t u r e ,  and ideas o f  the n a t io n .  Because o f  the  
e s s e n t i a l  r e l a t i o n s h i p  between t h i s  c u l t u r e  and the  
a r t s ,  c r a f t s ,  sc iences,  and p ro fe ss io n a l  a c t i v i t i e s  of  
the cou n t ry ,  these tec hn ica l  sub jects  were under the  
in f lu e n c e  o f  the p r i e s t s  even though they were not  
taught  in the formal schools,  f o r  p a i n t i n g ,  s c u lp tu r e ,  
a r c h i t e c t u r e ,  law, medicine,  e n g in e e r in g ,  e t c . ,  a r e  ways 
o f  expressing the c u l t u r e  o f  a people j u s t  as is the  
w r i t t e n  word and l i t e r a t u r e .  (p.  68)
A l l  educat ion in a n c ie n t  Egypt had a formal r e l i g i o u s  o r i e n t a ­
t i o n .  Hence, temple schools were church schools.  So entwined was 
educat ion w i t h  the temple c o l l e g e  and the p r i e s t l y  c l a s s ,  tha t  those  
who were masters in the a r t s ,  sc iences,  e n g in e e r in g ,  law, e t c . ,  
belonged, in f a c t ,  to orders  o f  the pr ie st hood  (Mulhern,
1959, p. 7 0 ) .  "One o f  the major c o n t r i b u t i n g  fa c to r s  to the e a r l y  
development and o r g a n iz a t io n  o f  the Egypt ian c e n t r a l  government and 
the heigh ts  o f  c i v i l i z a t i o n  and achievement  i t  a t t a i n e d ,  was the o u t ­
standing education a v a i l a b l e  to Egyptian youth"  ( B e l t z ,  1980, p. 13) -
Moses, the d e l i v e r e r  o f  I s r a e l ,  was a student  o f  the Egyptian  
school a t  H e l i o p o l i s  (Eby S Arrowood, 1940, p. 9 6 ) .  I t  was here,  
w h i l e  in the co urt  o f  Pharaoh, t h a t  he rece iv ed  the h ighes t  c i v i l  and 
m i l i t a r y  t r a i n i n g  (White ,  1913a,  p.  245 ) .
I t  is not  the purpose o f  t h i s  d i s s e r t a t i o n  to deal w i t h  the  
d i f f e r e n t  educat ional  thoughts and p r a c t i c e s  o f  these var ious ages and 
stages;  r a t h e r ,  i t  is the purpose to r e f e r  to the s t a r t  o f  formal  
school ing in Egypt as a fo r e ru n n er  o f  the past  and present  r e l i g i o u s  
philosophy o f  educat io n .
The e a r l y  church did  not  have schools of  i t s  own.
One reason was t h a t  the church did  not  want them e i t h e r  
because she did  not  t h i n k  they were important  o r  because 
she did  not  have the t ime o r  the energy to  look a f t e r  them.
The church regarded her mission as being on a le ve l  t h a t  
was c e r t a i n l y  supraschool and maybe even s u p r a ed u c a t io n a l .
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That  t h i s  was a general  v iew is not d eb a ta b le ,  nor is  
the re  any real  d ispu te  as to why i t  was h e ld ;  C h r i s t i a n s  
did not  expec t  the world to l a s t  very  long.  N a t u r a l l y  
they were much concerned w i t h  p u t t i n g  f i r s t  th ings  f i r s t .
In s p i t e  o f  t h i s ,  they were la y ing  foundat ions  f o r  C h r is ­
t i a n  educat ion in teaching the p r i n c i p a l  C h r i s t i a n  message.
But where was the c h i e f  work being done in l a y i n g  these  
foundations? F i r s t  and foremost ,  the c h i l d ' s  C h r i s t i a n  
format ion was a paren ta l  r e s p o n s i b i l i t y .  (Power, 1962, 
p. 152)
"There was no C h r i s t i a n  school worthy o f  the name u n t i l  about  
the f o u r t h  c en tur y"  (Power, 1962, p. 195) .  Development was slow 
but c e r t a i n .  C h r i s t i a n  educat ion has gone through many hardships,  
yet  p u b l ic  school systems have cause f o r  concern because o f  the rapid  
growth and expansion o f  the paroch ia l  school systems. "The r i s e  o f  
the p r i v a t e  and P r o t e s t a n t  school movement, e s p e c i a l l y  a f t e r  World 
War I I ,  is a s i g n i f i c a n t  f a c t o r  t h a t  must g iv e  the  proponents o f  
p u b l i c  sec u la r  schools some concern" ( K i e n e l ,  1978,  p.  184) .
What Does Educat ion Imply?
"Education impl ies teach in g .  Teaching im p l i es  knowledge.  
Knowledge is t r u t h .  The t r u t h  is everywhere the  same"(Brubaker,
1962, p. 109).
What Is T r u th ?
Holmes (1983) def in ed  the t r u t h  as f o l lo w s :
Jesus C h r i s t  c a l l e d  h im s e l f  the T r u th .  In the  
immediate c o n t e x t ,  the emphasis may we l l  be on h is  p e r ­
sonal f i d e l i t y :  we can t r u s t  him to br ing  us to the
F ath er .  But in the la r g e r  B i b l i c a l  con tex t  more is 
impl ied.  He is h imsel f  the e te r n a l  God, the u l t i m a t e  
source o f  a l l  t r u t h  and o f  our c a p a c i ty  f o r  knowing any­
thing a t  a l l .  A l l  the t reasu re s  o f  wisdom and knowledge 
come in to  focus in a u n i f i e d  w o r l d - a n d - 1 i f e  view in r e l a ­
t io n  to h i m s e l f ,  the Creator-God.  The C h r i s t i a n  is o f t en  
reminded th a t  how he t r e a t s  h is  neighbor ,  how he regards  
h is  n a tu ra l  environment,  and how he cares f o r  h is  own 
body a l l  r e f l e c t  h is  a t t i t u d e  to  the God of  c r e a t i o n .
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By the same token how he regards le a rn i n g  and how he 
concerns h im s e l f  w i t h  the p u r s u i t  of  t r u t h ,  regard less  
o f  h is  f i e l d  o f  i n q u i r y ,  r e f l e c t  h is  a t t i t u d e  to C h r i s t  
the T r u th .  (p.  124)
There is no formal education w i th o u t  schools ,  and no schools  
w it hout  t eachers .  T h e r e f o r e ,  the phi losophy o f  any educat ional  sys­
tem ought to  be prese nt  in the schools and p r a c t i c e d  by the teachers.  
There must be cons is tency  and harmony between what is real  and what 
i s i dea1.
Teachers Who Put C h r i s t i a n  Education  
in to  P r a c t i c e
C h r i s t i a n  edu cat ion  is and should be d i f f e r e n t  from any type  
of s ecu la r  edu cat io n .  I t  should not be d i f f e r e n t  f o r  the sake of  
being d i f f e r e n t ,  but  because i t s  n a tu r e ,  a ims, and purposes a re  
unique.  C h r i s t i a n  schools a re  d i f f e r e n t  because they have d i s t i n c t  
c r i t e r i a .  Gaebele in  (1951) summarized these c r i t e r i a  as f o l lo w s :
(1)  A C h r i s t i a n  educat ional  i n s t i t u t i o n  must be b u i l t  
upon a thoroughgoing C h r i s t i a n  philosophy o f  edu cat io n .
(2) I t  must have a f a c u l t y  thoroughly  committed to  i t s  
d i s t i n c t i v e  ph i losophy .  (3)  The e n t i r e  c u r r ic u l u m  must 
be C h r i s t - c e n t e r e d .  (4)  I t  must have a student  body t h a t  
w i l l  a c t i v e l y  support  i t s  phi losophy and a ims.  (5)  I t  must 
recognize the two aspects  o f  C h r i s t i a n  edu cat ion  —  the  
r equi red  and the v o l u n t a r y .  (6)  I t  must a c t u a l l y  do the  
t r u t h  through app ly in g  the C h r i s t i a n  e t h i c  in a l l  i t s  
r e l a t i o n s h i p s .  (p .  43)
There i s ,  however,  no C h r i s t i a n  school w i t h o u t  C h r i s t i a n  
teachers .  The b o rn -a g a in  C h r i s t i a n  tea cher  is e s s e n t i a l  f o r  the  
school in which he teaches.  His task is so impor tan t  and c h a l l e n g ­
ing,  because he not  on ly  presents  the sub jec t  m a t t e r  in the classroom,  
he represents  C h r i s t .  He is a m i n i s t e r  to serve and teach.  He is a 
r o le  model f o r  the ser ious stu den t .
H i tes  ( 1929 ) concerned w i t h  h is  idea o f  the tremendous
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i n f lu ence  the classroom teacher  has on his  s tuden ts ,  s t a te d :
The classroom is the most c r u c i a l  po in t  in the educa­
t io n a l  system. . . . The studen t  a t  any i n s t i t u t i o n  
acquires h is  o u t l ook  on l i f e ,  h is  r e l i g i o u s  or  a n t i r e l i g i o u s  
a t t i t u d e s ,  from the content  and method o f  the c lassroom.
He absorbs his r e l i g i o n  more from the personal r e l i g i o u s  
f a i t h  o f  h is  teachers than from any o th e r  source.  . . .
When students and f a c u l t y  members can be brought  toge th er  
in the classroom in a wholesome persona'  r e l a t i o n s h i p  as 
they c o o p e r a t i v e l y  seek f o r  t r u t h ,  not  grades; when they 
can be brought to g e th e r  o u ts id e  the classroom to study the  
meaning and the method of  educat ional  process,  the problem 
of  student  c h a r a c te r  and r e l i g i o n  w i l l  be in a f a i r  way 
to be so lved .  (p.  73)
The teacher in h is  classroom can make what he teaches
C h r i s t i a n ,  regardless o f  the s u b je c t  he teaches.  Pasternak (1958)
gave t h is  reminder:
You sa id  th a t  f a c t s  a re  meaningless,  unless meanings a re  
put in t o  them. W e l l ,  C h r i s t i a n i t y ,  the mystery o f  the  
i n d i v i d u a l ,  is p r e c i s e l y  what  must be put in to  the fa c ts  
to make them m e an in g fu l .  (p .  122)
The C h r i s t i a n  Dimension o f  the 
Teaching Profession
There is perhaps more confusion  today on what c o n s t i t u t e s  
the C h r i s t i a n  dimension in the teaching  pro fession  than in any o th e r  
s i n g l e  f a c t o r .  A t t e n t i o n  is e a s i l y  c a l l e d  to the need f o r  humaneness 
in the modern tea ch er ,  but  i t  is ext rem ely  d i f f i c u l t  to adequate ly  
d e f in e  the C h r i s t i a n  dimension in t each in g .
Cothen (1976)  c l e a r l y  i l l u m i n a t e d  the c h a l l e n g e  C h r i s t i a n  
educators a re  faced w i t h  today:
I t  seems to be t r u e  t h a t  the "how-to"  g en era t io n  has 
become the "why" g e n e r a t i o n .  The gen era t io n  o f  new 
r a t i o n a l i s m  has become an age o f  f e e l i n g .  The wor ld  of  
s c i e n t i f i c  method is searching f o r  humane v a lu e s .  Addi ­
t i o n a l l y ,  the students have been keenly  i n t e r e s t e d  in 
commitment on the p a r t  of  educators to  causes and va lu es .
■ They seem to see no in c on g ru i t y  between the educat ional  
dimension and the n e c e s s i ty  f o r  human commitment. (p.  10)
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The need which many students express a t  t h i s  t ime is f o r  the
ca r i ng  educator ,  be i t  a teacher  or a p r i n c i p a l .  Cothen (1976)
i d e n t i f i e d  the cha l l enge  which is fac ing  educators;
The most obvious r e p e t i t i v e  note  in modern stu den ts '  
conversat ion is t h e i r  sense o f  the need f o r  someone 
to c are .  Caring is o f te n  i l l - d e f i n e d ,  seldom c a r e ­
f u l l y  a r t i c u l a t e d ,  but the need f o r  car ing  is n ev er th e ­
less p re se nt .  T r a d i t i o n a l  l i b e r a l  a r t s  humanist ic  values  
do not seem to be enough. (p.  10)
Teaching f o r  the C h r i s t i a n  is a m i n i s t r y ,  j u s t  as in any o th e r  p a r t i ­
c u l a r  C h r i s t i a n  vocat ion  (LeFevre,  1958, p. 2 1 ) .
Any educat ional  system cannot be g r e a t e r  than i t s  tea chers .  
Teachers make the educat ional  goals and purposes come t r u e .  Teachers  
are  agents o f  the d i v i n e  and a re  to be mot ivated and valued because 
of  t h e i r  sacred mission.
Aldous Huxley said :  "No system of  educat ion can be b e t t e r
than the men and women who put i t  in to  p r a c t i c e "  ( c i t e d  in Brown, 
1961 , p. 2 9 ) .
C h r i s t i a n  educat ion ,  however,  requi res  f u l l  surrender  and 
d ed ic a t io n  to  the cause o f  God. The teacher  is a m i n i s t e r .  The 
C h r i s t i a n  phi losophy o f  educat ion is to "g ive  a l l . "  Gaebelein  
( 1968 ) s ta te d  i t  very p r e c i s e l y :  " I n  C h r i s t i a n  phi losophy i t  is
e i t h e r  a l l  o r  noth ing;  there  a re  no hal fway measures, d e s p i t e  the  
o f te n  unconscious a t t em p t ,  on the p a r t  o f  many of  us, to compromise" 
(p.  4 3 ) .
Teaching is a c h a l l e n g in g  pro fe s s io n .  I t  requi res  an enthu­
s i a s t i c  and e x c i te d  person to be an e f f e c t i v e  te acher .  Bowman ( 198O) 
s ta te d :  "Teaching q u i t e  p r o p er ly  includes shar ing personal e x c i t e ­
ment and enthusiasm wit h  o th e rs "  (p.  9 7 ) .  C h r i s t i a n  teachers a re
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in na ture  and purpose l i k e  C h r i s t i a n  educat ion i t s e l f .
One of  the fundamental dimensions of  r e l i g i o u s  
educat ion is i t s  p ro phet ic  r o l e .  A prophet  may or  may 
not  p r e d i c t  the f u t u r e ,  but he always makes the f u t u r e .
A prophet  is one who makes the f u t u r e  come more q u ic k ly  
than would be the case i f  he did not e x i s t .  The work 
o f  God f o r  which the prophet  g ives h is  l i f e  is th a t  o f  
ransoming the present  w i t h  the coin o f  the f u t u r e .  To 
be a prophet  is to hasten the f u t u r e .  (Lee,  1977, p. 1)
Is not  the work o f  a teacher  the same as th a t  o f  a prophet?
What Is Phi losophy?
Smith ( 1965) sa id :
L i t e r a l l y ,  the word philosophy means love o f  wisdom.
Some o f  the e a r l y  phi losophers were fond o f  po in t i ng  
out  t h a t  they did not  c la im  to be wise men— merely  
lovers o f  wisdom. They were seekers a f t e r  wisdom and,  
as teachers ,  they b e l ie v ed  t h e i r  r o le  was one o f  h e l p ­
ing others in the search f o r  wisdom. (p.  1)
Indeed, many phi losophers d e f i n e  philosophy simply  as " the  search
f o r  knowledge o f  the good,"  tak ing the good to inc lude "any o r  a l l
p r i n c i p l e s ,  a c t s ,  arrangements,  concepts,  and purposes which
enhance the q u a l i t y  o f  our subsequent exper ience"  (Thut ,  1957, p. 22)
Thus, any coherent  body o f  knowledge th a t  represents  a "master p lan"
f o r  wise dec is io n  making in l i f e  may q u a l i f y  as a phi losophy;  and
the in d iv id u a l  who adopts such a "master p lan" is said  to have
acquired a "phi losophy o f  l i f e "  (Z a is ,  1976, p. 105) .
What Is Educat ion?
Education may be considered in two ways, one broad, the  
oth er  t e c h n i c a l .
In i t s  broad sense, educat ion re fe r s  to any ac t  or  
exper ience tha t  has a fo r m at iv e  e f f e c t  on the mind,  
c h a r a c t e r ,  or  physical a b i l i t y  o f  an i n d i v i d u a l .  Educa­
t ion  in t h i s  sense never  ends; we t r u l y  "1 earn from
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e xp er ie n ce"  throughout  l i f e .  . . . In i t s  tec hnica l  
sense education is the process by which s o c i e t y ,  through 
schools,  c o l l e g e s ,  u n i v e r s i t i e s ,  and o th e r  i n s t i t u t i o n s ,  
d e l i b e r a t e l y  t ransmits  i t s  c u l t u r a l  h e r i t a g e — i t s  accu­
mulated knowledge, v a lu es ,  and s k i l l s — from one genera ­
t io n  to ano th er .  ( K n e l 1er,  1964, pp. 20-21)
There a re  four  more d e f i n i t i o n s  o f  edu cat ion  which d i f f e r  
cons id er ab ly  from one another  as w e l l  as from the above d e f i n i t i o n  
by Kne l1er .  Horne ( 1 9 2 7 ) ,  an i d e a l i s t ,  w ro te :  "Educat ion . . .  is
the ex te rn a l  process of  sup e r io r  adjustment  o f  the p h y s i c a l l y  and 
menta l l y  developed,  f r e e ,  conscious,  human being to God, as mani­
fe s te d  in the i n t e l l e c t u a l ,  em ot iona l ,  and v o l i t i o n a l  environmen.t  
of  man" (p.  2 8 5 ) .  John Dewey (1931 ) ,  a p ra g m a t is t ,  dec la red :  "Edu­
c a t io n :  I t  is th a t  re co n st ru c t io n  or  r e o r g a n i z a t i o n  o f  exper ience
which adds to  the meaning o f  exper ie nce ,  and which increases a b i l i t y  
to d i r e c t  the course o f  subsequent e xp er ie n ce"  (pp.  89 ,  9 0 ) .  Accord­
ing to Pope Pius XI ( 19 30 ) :
Education cons is ts  e s s e n t i a l l y  in pre par ing  man f o r  what  
he must be and f o r  what he must do here below in o rd er  
to a t t a i n  the sublime end f o r  which he was c r e a t e d .  . . .
The s ub je c t  o f  educat ion is man whole and e n t i r e ,  soul 
u n i te d  to  body in u n i t y  or  n a tu r e ,  w i t h  a l l  h is  f a c u l t i e s  
n a tu ra l  and s u p e r n a t u r a l , such as r i g h t  reason and r e v e l a ­
t io n  show him to be.
What is a C h r i s t i a n  Philosophy of  
Educat ion?
K n e l1er (1964)  presented the p r e s c r i p t i v e  aspects  of  the
philosophy o f  educat ion:
A phi losophy o f  educat ion is p r e s c r i p t i v e  when i t  s p e c i ­
f i e s  the ends th a t  educat ion should f o l l o w  and the  
general  means i t  should use to a t t a i n  them. I t  de f in e s  
and e x p la in s  the e x i s t i n g  ends and means of  our  educa­
t i o n a l  system and suggests f u r t h e r  ends and means of  
c o n s i d e r a t i o n .  (p.  23)
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A C h r i s t i a n  philosophy o f  educat ion encompasses a l l  t h i s
plus more. The important task o f  any school is  to f e e l  a need to
develop,  not  adapt ,  i t s  own phi losophy o f  educat io n .  B i r d s a l l  (1978)  
discovered ( a f t e r  research done by h is  students)  t h a t  C h r i s t i a n  
schools f a l l  in to  four  c a t e g o r ie s  w i th  respect  to a w r i t t e n  statement  
of  phi losophy:
1. Those th a t  do not  have a w r i t t e n  ph i losophy.
2 .  Those th a t  have a p p a r e n t ly  borrowed a s ec u la r  
statement  o f  phi losophy and added to i t  or  modi f ied  i t  
in an a t temp t  to  " C h r i s t i a n i z e "  i t .
3 .  Those th a t  o f f e r  a very  incomplete and fragmented  
statement  o f  ph i losophy.
4 .  Those tha t  have produced a thoroughly  developed,  
comprehensive statement o f  ph i losophy .
Based on t h i s  research,  i t  is e v i d e n t  t h a t  many C h r i s t i a n
schools have not  prepared an adequate statement  of  p h i l o ­
sophy which expresses t h e i r  reason f o r  being.  (p. 43)
A C h r i s t i a n  philosophy o f  educat ion is d i f f e r e n t  from any 
o th e r  educat io na l  phi losophy in th a t  i t  puts C h r i s t  a t  the c e n te r  
and the B ib le  as the textbook and source of  c u r r ic u l u m .  Love f o r  
God and s e r v ic e  f o r  humanity should be the major m o t iva t io n  f o r  
C h r i s t i a n  te a ch e rs .  P r i n c i p l e s  o f  le ad e rsh ip  in C h r i s t i a n  educat ion  
are  d er iv ed  and based on the B i b l e .  I f  the c ur r ic u lum  and philosophy  
of  school a d m i n i s t r a t i o n  do not  agree w i t h  the Word o f  God, then the  
c u r r ic u l u m  and school a d m i n i s t r a t i o n  a re  wrong; and the Word of  God 
is r i g h t .
Kienel (1974) suggested:
The C h r i s t i a n  phi losophy o f  educat ion is more than an 
educat ion t h a t  is based upon r e l i g i o n ,  i t  is i t s e l f  r e l i ­
g io us .  True C h r i s t i a n  educat ion teaches t h a t  the nat ura l  
world takes on meaning only  through the sup ernatura l
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resources o f  God. C h r i s t i a n  school educators a r e  a t t e m p t ­
ing to g iv e  C h r is t  His r i g h t f u l  p lace in edu cat io n .  Jesus 
Himsel f  was a t ea cher .  We at tempt  to teach as He taught  
and is s t i l l  teaching us today through His Word. There is 
no h ig h e r  form o f  educat ion than C h r i s t - c e n te r e d  C h r i s t i a n  
educat io n .  (pp. 74-75)
Another dimension o f  the C h r i s t i a n  phi losophy of  educat ion is  
seeking the t r u t h  and not  only  developing s k i l l s .  According to Cla rk  
(1946 ) :
The o b je c t  o f  education is t r u t h :  The t ransmission  of
t r u t h  to the younger pup i l s  and the d iscovery  o f  new 
t r u t h  by more advanced stu dents.  The aim o f  educat ion  
is an understanding o f  the u n iv e rs e .  (p. 168)
in c l a r i f y i n g  the aim o f  educat ion C la rk  (1946) added:
Educat ion, p ro p er ly  understood,  does not prepare a youth 
f o r  t h i s  or t h a t  s p e c i f i c  type o f  l i f e ,  educat ion is not  
fo r  the purpose of  producing chemists ,  b ro kers ,  o r  eng in ­
e ers ,  i t  is f o r  the purpose o f  producing men. . . . I t s  
lessons a re  a p p l i c a b l e  to a l l  l i f e .  (p.  140)
Seventh-day A d ve n t is t  Philosophy  
f o r  Educat ion
I t  is very  important f o r  any church to  have a mis sion,  a 
purpose, and an i d e n t i t y .  The educat ional  system and the philosophy  
o f  any church is the compass and the m i r r o r  f o r  th a t  o r g a n i z a t i o n .  I t  
is the compass in the sense of  showing the d i r e c t i o n  a church is tak ing  
in f u l f i l l i n g  i t s  mission and e va n g e l i z i n g  the w o r ld .  This e v a n g e l i z ­
ing takes place  not  only through the few r e l i g i o n  courses students  
have to take in o rd er  to meet graduat ion requirements o r  the graduates  
o f  a chu rc h 's  educat ional  system who go to  the wor ld  and serve.
Through t h e i r  i n f lu e n c e ,  many w i l l  be drawn to  the Lord Jesus C h r i s t .
The educat ional  system— the philosophy and the o r g a n iz a t io n  tha t  
opera tes  and sponsors i t - - i s  a m i r r o r  in the sense o f  r e f l e c t i n g  the  
r e a l i t y  of  the church, not i t s  s p i r i t u a l  i d e a l s .  C h r i s t i a n  educators
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can develop an ideal  educat ional  philosophy;  however,  the cur r iculum  
implemented and the educat ional  system as a whole can be t o t a l l y  d i f ­
f e r e n t  from the planned i d e a l .  I t  is very  important  to have a G e s t a l -  
t i c  look a t  the whole when cons ider ing  an edu cat ional  system, i t s  
philosophy and p r a c t i c e s .  I f  the in - p u t  o f  the system (phi losophy  
and cur r ic u lum )  meets the des ired outcome, the r e s u l t  w i l l  be w e l l -  
balanced graduates who are  we l l  prepared to face and serve the wor ld .
White  ( 1903) summed up the Seventh-day A d ve n t is t  phi losophy o f  
educat ion  in these words;
Our ideas of  educat ion take too narrow and too low a 
range. There is need o f  a broader  scope, a h ig h e r  aim.
True educat ion means more than the pursual  of  a c e r t a i n  
course o f  study.  I t  means more than a p re p a ra t io n  f o r  the  
l i f e  th a t  now is .  I t  has to do w i th  whole being,  and w i th  
the whole per iod o f  e x is te n ce  p oss ib le  to man. I t  is the  
harmonious development o f  the p h y s i c a l ,  the m enta l ,  and the  
s p i r i t u a l  powers. I t  prepares the student  f o r  the job  of  
s e rv ic e  in t h i s  world and f o r  the h ig h er  joy  of  wider  s e r ­
v ic e  in the world to come. (p.  13 )
The des ired  graduate  o f  a C h r i s t i a n  edu cat ional  system is 
a born-again  C h r i s t i a n  who can go out e ag er ly  to share the l i g h t  he 
has r e ce iv ed ,  to share the good news o f  the plan of  s a l v a t i o n .
Unless the outcome of  the educat ional  system meets i t s  des ired  g oals ,  
there  is something c r i t i c a l l y  wrong w i th  the system.
The purpose of education is a ls o  s ta te d  c l e a r l y  by White
( 1903):
To r e s t o r e  in man the image o f  h is  Maker, to br in g  him 
back to the p e r fe c t i o n  in which he was c r e a te d ,  to  pro ­
mote the development of  body, mind, and sou l ,  t h a t  the  
d i v i n e  purpose in h is  c r e a t i o n  might be r e a l i z e d — th i s  
was to be the work of  redempt ion.  This  is the o b j e c t  o f  
edu cat io n ,  the g r e a t  o b je c t  o f  l i f e .  (p.  16)
She goes f u r t h e r  to say t h a t  " In  the h ig h es t  sense the work of
educat ion  and the work of redemption a re  one ."
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In the l i g h t  o f  such sta tements ,  one must examine and reexam­
ine the theory and p r a c t i c e  of  educat ional  i n s t i t u t i o n s .  C h r i s t i a n  
educators a re  requi red  to e va lu a te  a s ch o o l ' s  p r a c t i c e s  and compare 
t h e i r  educat ional  phi losophy w i t h  the s t r u c t u r e  under t h e i r  j u r i s ­
d i c t i o n .  Knight  (1980)  o f f e r e d  th i s  suggest ion:
What is needed by C h r i s t i a n  i n s t i t u t i o n s  is a thorough 
and ongoing examinat ion ,  e v a l u a t i o n ,  and c o r r e c t i o n  of  
t h e i r  educat ional  p r a c t i c e  in the l i g h t  o f  t h e i r  basic  
ph i losoph ic  b e l i e f s .  The C h r i s t i a n  edu cator  must come 
to see his  educat ional  system as a u n i f i e d  endeavor b u i l t  
upon a foundat ion  of  C h r i s t i a n  ph i lo sophy .  (p.  l4 2 )
The Nature o f  C h r i s t i a n  Educat ion
With the fo l lo w in g  s tatement ,  Byrne (1977) p r e c i s e l y  def ined
the na ture  of  C h r i s t i a n  educat ion:
The C h r i s t i a n  b e l ie v es  th a t  educat ion must be centered  
in C h r is t  to  have meaning. Without  t h i s  the c h a r a c te r  
goal cannot  be reached. This  means t h a t  educat ion  
involves more than a teacher  and a l e a r n e r .  (p .  33)
Bryne c l a r i f i e d  t h i s  statement  f u r t h e r  by saying:
Education f o r  the C h r i s t i a n  is conceived in terms o f  
comprehensiveness. I t  is to inc lude both the in d iv id u a l  
and the s o c i e t y .  . . .  I t  is comprehensive both as to i t s  
s e t t i n g  and to  i t s  a p p l i c a t i o n .  With regard to  i t s  s e t ­
t in g  comprehensiveness includes the development  o f  the  
whole man— p h y s i c a l l y ,  m e n ta l ly ,  m o r a l l y ,  s p i r i t u a l l y ,  
s o c i a l l y ,  and c u l t u r a l l y .  With regard to  i t s  a p p l i c a t i o n ,  
educat ion is concerned w i th  both i n s t r u c t i o n  and t r a i n i n g .  
I n s t r u c t i o n  is p r i m a r i l y  mental in c h a r a c t e r .  T ra in in g  
r e f e r s  to the use o f  knowledge. C h r i s t i a n  educat io n ,  
t h e r e f o r e ,  means the k ind o f  i n s t r u c t i o n  and t r a i n i n g  
which leads one to a knowledge o f  the S c r ip t u r e s  and o f  
Jesus C h r i s t  as Saviour  and Lord to  the l i v i n g  o f  a holy  
l i f e .  The agencies through which t h i s  k ind o f  education  
is r e a l i z e d  inc lude the C h r i s t i a n  church,  the C h r is t ia n  
home, and the C h r i s t i a n  school.
C h r i s t i a n  educat ion is not a pas sive  process; i t  gets  students  
as we l l  as teachers involved in s e rv ic e  and w i t n e s s i n g .  Minder (1985)  
s ta te d  :
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Seventh-day Advent is ts  b e l i e v e  the purpose o f  educat ion  
is to  prepare students f o r  a l i f e  o f  work and he lp  them 
to  re p res en t  God and promote His g l o r y .  . . .
The A d v e n t is t  schools w i t h i n  the Lake Union have been 
promoting and app ea l ing  f o r  young people and teachers to 
become involved in wi tnes s ing  a c t i v i t i e s  th a t  share  
Seventh-day A d v e n t is t  C h r i s t i a n  b e l i e f s  and provide a 
h e lp ing  hand f o r  those in need. (p .  4)
The Seventh-day A dvent is t  philosophy o f  educat ion mainta ins
tha t  the purpose o f  educat ion is redempt ion. The purpose of  t rue
C h r i s t i a n  educat ion is s a l v a t i o n  through a personal commitment to the
Lord Jesus C h r i s t .  However, s cho la rs h ip  and t r u e  le a rn i n g  o f  the
sciences and o t h e r  d i s c i p l i n e s  a re  not  to  be n eg lec te d  o r  ignored.
"They a r e  the conglomerate which must be cemented to g e th e r  i f  the
educated man is to be s trong"  (Reynolds,  1982, pp. 4 0 - 4 1 ) .  Reynolds
s ta te d  t h a t  Seventh-day Advent is t  educat ion seeks to:
(a)  educate  the whole man, (b) reveal  God's hand in 
human a f f a i r s ,  (c)  b r ing God and man t o g e th e r ,  (d) bu i ld  
c h a r a c t e r ,  (e)  produce f r e e  men (and women), and ( f ) 
impart  a sense o f  m is s ion ,  (pp.  4 0 - 4 l )
Akers ma in ta ined  (1 9 78 ) ,
C h r i s t i a n  educat ion is the process o f  d is co v er in g  God 
in every phase o f  study.  Every s ub je c t  is considered  
a d i s c l o s u r e  o f  Him in some manner, w i t h  the teachers  
and students being par tners  in t h i s  common search" (p .  8)
C h r i s t i a n  schools wi thout  C h r i s t i a n  teachers have no meaning.  
Akers perce ived  a C h r i s t i a n  teacher  as " th e  meaning maker ."  He s ta te s  
t h i s  very  c l e a r l y :
The unique and d i s t i n c t i v e  f u n c t i o n  o f  a C h r i s t i a n  
teacher  sets  him o r  her  a p a r t  from h is  o r  her  s ec u la r  
c o u n t e r p a r t  in the p ro fe s s io n .  The C h r i s t i a n  tea ch er  is 
the i n t e r p r e t e r ,  the meaning maker.  I f  he has not  con­
s c io u s ly  accepted t h a t  r o l e ,  he may be f u n c t i o n i n g  in the  
edu cat io n a l  process, but c e r t a i n l y  not  in the process of  
C h r i s t i a n  e du c a t io n .  We do not  r e f e r  merely  to e t h i c a l ,  
p h i l o s o p h i c a l ,  humanist ic  meaning, but  to  C h r i s t i a n  mean­
ing t h a t  runs i t s  roots  deep i n t o  the S c r i p t u r e s ,  w i t h  the  
C h r i s t i a n  understanding o f  the s in  problem and God's so lu ­
t io n  to i t .  (p.  9)
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In summary, what is educat ion and what is i t s  purpose? To
t h i s  ques t ion  the B ib le  g ives a d e f i n i t e  answer.  "The f e a r  o f  the
Lord is the beginning o f  knowledge, but  f o o l s  despise wisdom and
i n s t r u c t i o n "  (Prov 1 : 7 ) .  So the aim o f  educat ion is the g lo r y  of  God.
The Westminster  Sh o r te r  Catechism g ives  an e x c e l l e n t  sum­
mary o f  C h r i s t i a n  teaching by saying,  "Man's c h i e f  end is 
to  g l o r i f y  God and to enjoy him f o r e v e r . "  I t  is t h is  
t h e i s t i c  p r i n c i p l e  t h a t  lends d i g n i t y  and worth to human 
l i f e .  ( C l a r k ,  1546, p. 164)
Stephan (1985)  summarized the phi losophy and p r a c t i c e  of  
A d ve n t is t  educat ion in these words:
The teaching o f  t r u t h ,  the a v a i l a b i l i t y  o f  the S p i r i t  
of  God, the power to th ink  and do, the knowledge o f  how 
to pray and the meaning or  p raye r  in our  l i v e s ,  the lessons 
of  the n a tu r a l  wor ld  about us,  the d i g n i t y  o f  l a b o r ,  the 
l i f e s t y l e  o f  s e r v i c e ,  the promises and prophecies of  God--  
these concepts and more a re  b u i l t  in t o  the c ur r ic u lum  of  
A d v e n t is t  educat ion and made a v a i l a b l e  to  the s tuden t ,  the 
f a m i l y ,  and the church. (p.  16)
The Emergence o f  Management
During the l a s t  f i f t y  y e a r s ,  s o c ie ty  in every d e v e l ­
oped country  has become a s o c ie ty  o f  i n s t i t u t i o n s .  Every 
major  soc ia l  task ,  whether economic performance or  hea l t h  
c a re ,  educat ion or  the p r o te c t i o n  o f  the environment,  the  
p u r s u i t  of  new knowledge or  defense,  is being e nt ru s te d  
to b ig  o r g a n i z a t i o n s ,  designed f o r  p e r p e t u i t y  and managed 
by t h e i r  own managements. On the performance o f  these i n s t i ­
t u t i o n s ,  the performance o f  modern s o c i e t y — i f  not  the s ur ­
v i v a l  o f  each i n d i v i d u a l — i n c r e a s i n g l y  depends. (Drucker ,
1974, p. 3)
At the turn o f  the t w e n t ie th  c e n t u r y ,  the f a m i ly  served as 
the agent  o f  most soc ia l  tasks.  I n s t i t u t i o n s  were few and small 
( i b i d . ) .  As s o c ie ty  s t a r t e d  growing and becoming more complex, the re  
was a g r e a t e r  need f o r  i n s t i t u t i o n s .  The concept o f  personnel manage­
ment was introduced to provide the management these i n s t i t u t i o n s  
needed. Since then,  d i f f e r e n t  th e o r ie s  o f  o r g a n i z a t i o n a l  management, 
human r e l a t i o n s  and job m o t iva t io n  have been introduced and developed.
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What, t h e n , i s  an adequate d e f i n i t i o n  f o r  an o rg an iz a t io n?
Barnard (1938) def ined an o r g a n i z a t i o n  as "a system o f  con­
s c io u s ly  coord ina ted  a c t i v i t i e s  or  forces  o f  two or more persons"
(p.  7 3 ) .  In t h i s  d e f i n i t i o n  there  a re  d e f i n i t i v e  aspects  or elements 
of  an o r g a n i z a t i o n .  These e lements,  according to  Barnard,  a r e :  (a)
a system, and (b) conscious coord in a t i on  of  a c t i v i t i e s  o f  people 
(supposedly management and la bor ,  a d m i n i s t r a t i o n  and s t a f f ,  or  school 
p r i n c i p a l s  and tea c h e rs ) .
As mentioned e a r l i e r  in t h i s  chapte r ,  i t  is e ss e n t ia l  that  
the school system be viewed as a whole.  An educat ional  system is com­
posed o f  four  components: (a)  mission,  (b) i n p u t ,  (c) process, and
(d) ou tp u t .  These components, o f  course,  can be a p p l i c a b l e  to  the 
A dvent is t  educat ional  system or any o th e r  educat ional  system.
V i t a l  con s id er a t io n  should be given to  the four  components of  
an educat ional  system. D e f i n i t i o n  o f  the mission o f  the system is 
needed. The input  is der ived from s tuden ts ,  t eachers ,  a d m i n i s t r a to r s ,  
and educat ional  le aders .  Then f in an ce  and f a c i l i t i e s  a re  taken in to  
c o n s i d e r a t i o n .  The process involves teach in g ,  l e a r n i n g ,  superv is io n ,  
and the cur r ic u lum  as a whole.  The o u tp u t ,  the f o u r th  and most impor­
ta n t  aspect ( i n  t h i s  r e se arc h er 's  o p i n i o n ) ,  is the q u a l i t y  o f  the 
graduates o f  the system. Why should the c o n s t i tu e n t s  bother  to manage 
and f in an ce  schools,  and mot iv a te  teachers,  i f  the product does not  
r e f l e c t  the aims and o b j e c t i v e s  of  the system? To provide the youth 
a C h r i s t i a n  educat ion t h a t  w i l l ,  above a l l ,  he lp  them to know the 
Lord and accept  Him as t h e i r  personal Sav io r ,  should be the purpose 
of  educat ion .  I f  the Advent is t  educat ional  system succeeds in accom­
p l i s h i n g  a l l  i t s  goals but f a i l s  to present  C h r i s t ,  i t  has f a i l e d  to
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reach the f i r s t  component o f  the system, i t s  m is sion.  In F igure 2,  
p ar t  4 (ou tput )  must be compared w i t h  par t  1 (m is s io n ) .  The output  
shows what " i s " ,  w h i l e  the mission reveals  what "should b e . "
Mission
Output In p u t
Process
3
Figure  2 .  A Model f o r  a C h r is t ia n  System o f  Education.  
Designed by K h i l l a h  R. K h i l l a h
Development o f  a statement  o f  mission f o r  an educat ional  
system is v i t a l .  The C h r i s t i a n  Leadership L e t t e r  (June 1984) gave a
number o f  purposes of  a mission statement:
F i r s t ,  a mission statement ,  g ives us a reason f o r  
being,  an e xp la n at io n  to ourselves and o thers  as to  why 
we e x i s t  a s 'an  o r g a n i z a t i o n  (or  a system) . . . .  Second,
i t  helps us to  p lace boundaries around our m i n i s t r y  and
thus d e f i n e  what we w i l l  do and what we w i l l  not  do.
This can keep us from unknowingly d r i f t i n g  in t o  many areas  
which may have nothing to do wi th  our primary i n t e n t .
T h i r d ,  a mission statement  descr ibes the need tha t  we are
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a t t em pt in g  to  meet in the w or ld .  . . . Four th,  i t  g ives  
a general  d e s c r i p t i o n  of  how we are  going to  respond to  
tha t  need. F i f t h ,  i t  acts  as the hook on which the p r i ­
mary o b j e c t i v e s  o f  the o r g a n i z a t i o n  can be hung. Even­
t u a l l y  we should be a b le  to connect a l l  o f  the a c t i v i t i e s  
of  the o r g a n i z a t i o n  w i t h  the mission s tatement .  S i x t h ,  
a mission sta tement  helps to form the basis  f o r  the ethos  
(or  c u l t u r e )  of  the o r g a n i z a t i o n . How i t  is worded, as 
wel l  as i t s  c o n te n t ,  says a g r e a t  deal about  our  s e l f -  
understand ing .  . . . Seventh, a mission sta tement  helps  
us to communicate to those ou ts id e  the o r g a n i z a t i o n  what  
we a r e  a l l  about .
The cen te r  o f  a C h r i s t i a n  system of  educat ion must be C h r i s t ;  
t h a t  is what makes i t  C h r i s t i a n .
Conscious Coordinat ion  o f  People 's  
A c t i v i t i e s
Schools a re  considered o rg an iz a t io n s  and soc ia l  i n s t i t u t i o n s .  
Campbell (1983) emphasized the need f o r  the conscious c o o r d in a t io n  o f  ■ 
people 's  a c t i v i t i e s  f o r  these reasons:
Schools and school d i s t r i c t s  a r e  soc ia l  i n s t i t u ­
t i o n s .  Wi th in  the o r g a n iz a t io n s  t h e re  a re  s tuden ts ,  
teachers ,  a d m i n i s t r a t o r s ,  and many k inds o f  s e r v ic e  
personnel inc lu d in g  c l e r k s  and cus tod ians.  Members 
of  each of these groups occupy d i s t i n c t i v e  p o s i t io n s  
and a r e  expected to behave in c e r t a i n  ways. For 
i ns tance ,  the r o l e  expec ta t ions  held f o r  students a re  
d i f f e r e n t  from those held f o r  t eachers .  S i m i l a r l y ,  the  
norms o r d i n a r i l y  ascr ibed  to p r i n c i p a l s  a r e  d i f f e r e n t  
from those a scr ib ed  to cus tod ia ns .  C l e a r l y ,  the r e l a ­
t io n sh ip s  among the many k inds o f  people found in 
schools and school d i s t r i c t s  a re  v a r ie d  and complex.
Only i f  those r e l a t i o n s h i p s  a r e  understood and gener­
a l l y  accepted can the o r g a n i z a t i o n  fun c t i o n  e f f e c t i v e l y .
(p.  8)
Schools a r e  "so c ia l  i n s t i t u t i o n s . "  Since r e l a t i o n s h i p s  and 
a c t i v i t i e s  between the people w i t h i n  the  o r g a n iz a t io n  or  i n s t i t u t i o n  
can be "complex,"  a c oo rd in a t i o n  of  these r e l a t i o n s h i p s  and a c t i v i t i e s  
is needed. This c o o rd in a t io n  is accomplished by the educat ional
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le aders h ip  of  the i n s t i t u t i o n  and day - to -day  o r g a n i z a t i o n  by the  
school p r i n c i p a l .
The task of  a school p r i n c i p a l  is very  c h a l l e n g i n g ,  r e q u i r in g  
not  only  s p e c i a l i z e d  t r a i n i n g  in educat ional  a d m i n i s t r a t i o n ,  but  a 
deep understanding o f  human b ehav ior .  A school p r i n c i p a l  is the  
f a c i l i t a t o r  o f  the whole school program. He should be an e x p e r t  in 
human r e l a t i o n s .  E s p e c i a l l y  h is  r e l a t i o n s  w i t h  the teachers must 
encourage academic e x c e l l e n c e .  The p r i n c i p a l  should have a knowledge 
of  management, which should include mot iv a t io n  o f  tea ch e rs .  This  
requi res  a thorough study o f  the meaning o f  m o t iva t io n  and var io us  
m o t iv a t io n a l  t h e o r i e s .
D e f i n i t i o n  of  M ot iv a t io n
M ot iv a t io n  is a popular  s ub je c t  among school p r i n c i p a l s ,  
educat ional  le aders ,  managers, and those who a r e  in a d m i n i s t r a t i v e  
o f f i c e s .  These people have to manage employees, whether teachers ,  
f a c to r y  workers,  or persons in business.  M o t iv a t io n  is probably  
the most prominent t o p i c  in management seminars and i n - s e r v i c e  t r a i n ­
ing f o r  le ad e rsh ip .
A simple but  a ccur a te  d e f i n i t i o n  o f  m o t iv a t io n  is not easy 
(Jung, 1978 , p. 4 ) .  I t  is more complex than the s imple  approach 
of  the " c a r r o t  and the s t i c k "  as some leaders th ink  o f  m o t i v a t i o n .  
M o t iv a t io n  is more than g iv in g  in cen t ives  or  rewards. However, 
m o t iv a t io n  is s imple  in i t s  bas ic  framework of  need s a t i s f a c t i o n .
Lawless (1979)  s ta te d :
When asked to speak on m o t iv a t io n  or  a rr an ge  a 
seminar around i t ,  I begin to  g e t  tha t  uneasy f e e l i n g  
tha t  1 am ska t ing  on t h i n  ice  even though I have done
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research in these a r e a s .  U n i v e r s i t y  col leagues who 
have taught  courses in m o t iva t io n  have t o l d  me i t  
is a most d i f f i c u l t  s ub je c t  to  teach because they 
never know where to begin and where to end, f o r  
m o t iv a t io n  pervades a l l  human behav ior .  (pp.  127-  
128)
Th ere for e ,  m o t iva t io n  is both simple and complex— simple in 
i t s  basic  framework of  need s a t i s f a c t i o n ,  and complex in i t s  pra c ­
t i c e  (Davis ,  1972, p. 16 ) .
Pinder (1984)  suggested t h a t  " th e r e  have been almost  as many 
d e f i n i t i o n s  o f  m o t iv a t io n  o f f e r e d  over the years as the re  have been 
th in kers  who have considered the na ture  o f  human behavior"  (p.  7 ) .  
Atkinson (1964) d id  not use a c l e a r - c u t  d e f i n i t i o n  of  m o t i v a t i o n .
He sa id ,  " th e  term ' m o t i v a t i o n '  should be used in re fe re nce  to
(a) the behaviora l  problem i d e n t i f i e d  by the e a r l y  ' p u r p o s i v i s t s '
. . . (b) a t h e o r e t i c a l  concept ion of  the contemporaneous d e t e r m i -  
mamts o f  these purposive c h a r a c t e r i s t i c s  of  behavior"  (p.  2 7 4 ) .
Mali  ( 1972) de f ined  m o t iv a t io n  as:
the work a manager must do to  i n s p i r e ,  encourage,  
and move people to perform to and beyond requirements,  
i t  involves coaching processes d ay - to -d a y ,  f a c e - t o -  
face u rg in g ,  d i r e c t i n g ,  and he lp in g  subordinates to 
reach and meet t h e i r  commitments. I t  places a heavy 
demand on persuasive s k i l l s  in order  to convince sub­
ord in a te s  and gain t h e i r  agreement when the re  are  
d i f f e r e n c e s  or  d is pu tes .  (p.  I 6 8 )
Mondy, Holmes, and F l ip p o  ( I 983 ) go one step f u r t h e r  in 
d e f i n i n g  m o t i v a t i o n .  They add one more dimension by in troducing  
"work environment":  " M o t iv a t io n  is the process o f  in f lu e n c in g  or
s t i m u l a t i n g  a person to  take an a c t io n  by c r e a t i n g  a work e n v i r o n ­
ment whereby the goals o f  the o r g a n iz a t io n  and the needs o f  people  
are s a t i s f i e d "  (p.  3 1 5 ) .
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M ot ivat ion  is one of  the determinants  of  beh av ior .  "The 
term m o t iv a t io n  deals  w i t h  the idea o f  movement and, very  s imp ly ,  a 
motive is a thing th a t  moves you to behave as you do" (Massie £ 
Douglas,  1973, p. 4 6 ) .
A more re f i ned  and f i t t i n g  d e f i n i t i o n  of  job m o t iva t io n  that  
b u i ld s  on the work o f  Jones (1955 ) ,  Vroom (1 9 64 ) ,  Steers  and Po r te r  
( 1973 ) ,  and Locke, Shaw, S a a r i ,  and Latham (1981) is put f o r t h  by 
Pinder  (1984 ) :  "Work m o t iv a t io n  is a set  of  e n e r g e t ic  forces tha t
o r i g i n a t e  both w i t h i n  as w e l l  as beyond an i n d i v i d u a l ' s  being,  to 
i n i t i a t e  w o r k - r e la te d  behav ior ,  and to  determine i t s  form, d i r e c t i o n ,  
i n t e n s i t y ,  and d u r a t io n "  (p.  8 ) .
Importance o f  This D e f i n i t i o n
This l a t t e r  d e f i n i t i o n  is very  important f o r  t h i s  study  
because i t  r e l a t e s  to w o r k - r e l a te d  beh aviors ,  ye t  i t  is e c l e c t i c  
enough to avoid being concerned only  w i t h  the o r i g i n s  of  human 
beh a v io r ,  e s p e c i a l l y  work behavior .  The concept of  " f o r c e "  is 
c e n t r a l  to the d e f i n i t i o n  which makes i t  c o n s is te n t  w i t h  Vroom's 
(1964)  d e f i n i t i o n  of  m o t i v a t i o n .  The d e f i n i t i o n  s ta te s  t h a t  there  
are  a se t  of  f o r ce s ,  implying the m u l t i p l i c i t y  o f  needs, d r i v e s ,  
i n s t i n c t s ,  and ex tern a l  f a c to r s  t h a t  have been considered over the  
yea rs ,  through d i f f e r e n t  t h e o r i e s ,  w i th  regard to  human behav ior .
In t r y i n g  to understand job m o t i v a t i o n ,  i t  is e s s e n t ia l  to know 
the f o l lo w in g  terms as def ined  by Lawless (19 79 ) :
A need is a requirement  of  a person f o r  opt imal  adjustment  
to the environment .  I t  may be a need f o r  food, f o r  s h e l t e r ,  f o r  
f e e l i n g  secure or respected,  or f o r  many o th e r  th ings necessary to
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keep f u n c t i o n i n g  e f f e c t i v e l y  in s o c i e t y .
A d r i v e  is a phys io lo g ic a l  c on d i t io n  th a t  moves the person to 
s a t i s f y  needs. I t  is not  d i r e c t e d  to  some s p e c i f i c  o b j e c t .  The hun­
ger d r i v e ,  f o r  example, moves one to s a t i s f y  a need f o r  food, but  
not toward a s p e c i f i c  type o f  food.
A mot ive is the urge to  a t t a i n  some goal or  o b j e c t i v e  such as 
food when one is hungry or the d e s i r e  f o r  advancement in the o r g a n i z a ­
t i o n .  A motive has a c l e a r l y  def in ed  g o a l .
An i n c e n t i v e  is the o b je c t  o r  end o f  the mot ivated b eh avior .
I t  is a thing one wants to ach ie ve ,  accompl ish, or  a vo id — such as 
food, money, a promotion, o r  not  being l e f t  behind.
A want is a term soc ia l  psycholog ists  use to r e f e r  to a p os i ­
t i v e  fo r ce  im pe l l in g  a person toward c e r t a i n  o b je c ts  or c o n d i t i o n s .
A want is s i m i l a r  to a need but  impl ies tha t  the o b je c t  is soc ia l  
and not  merely  p h y s i o l o g i c a l .
A goal is the o b j e c t ( s )  (o r  the a c t i v i t i e s  assoc ia ted  wi th  
those o b j e c t s )  th a t  f u l f i l l  or  s a t i s f y  the r e l e v a n t  want,  need, or 
d r i v e .  In te rm ed ia te  goals r e f e r  to the subgoals set  up f o r  a ch ie ve ­
ment on the path toward a f i n a l - g o a l  which is remote in t im e .  I n t e r ­
mediate  goals may help to ma in ta in  morale and long-te rm e f f o r t  toward 
more d i s t a n t  ones.
Aspi r a t i o n  re fe r s  to  the plans and s t r i v i n g s  involved in 
reaching a c e r t a i n  goal or le ve l  of  performance. (pp. 132-133)
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Approaches to the Study o f  M o t iv a t io n  
Two basic  m o t iv a t io n a l  approaches cover  most o f  the m o t iva ­
t i o n a l  theor i es  found in the l i t e r a t u r e .  The f i r s t  approach is 
e x t r i n s i c  m o t iv a t io n  which involves the use o f  e x te r n a l  rewards 
such as increased wages, promotion,  and p r a i s e .  The second approach 
is i n t r i n s i c  m o t iv a t io n  which involves a r rang in g  the job and the work 
so th a t  i t  i? i n t e r e s t i n g ,  c h a l le n g in g ,  and f u l f i l l i n g .  Thus, the  
n a tu re  of the work i t s e l f  provides the rewards (Chruden & Sherman,
1980, p. 2 6 0 ) .
The Nature of  M o t iv a t io n
The term " m o t iv a t io n "  was o r i g i n a l l y  der ived  from the L a t in
word movere, which means " to  move." The f o l l o w i n g  d e f i n i t i o n s
i n d i c a t e  how m o t iv a t io n  in the sense o f  " t o  move" is used;
. . . the contemporary ( immediate)  in f lu en ces  on the  
d i r e c t i o n ,  v i g o r ,  and pers is te n ce  of  a c t i o n .  (Atk inson,
1964, p. 221)
. . . how behavior  gets  s t a r t e d  is e n e rg iz e d ,  is sus­
t a in e d ,  is d i r e c t e d ,  is stopped, and what k ind of  
s u b j e c t i v e  r e ac t ion  is present  in the organism w h i l e  
a l l  t h i s  is going on. (Jones, 1955, p. 15)
. . .  a process governing choices made by persons or  
lo  er  organism among a l t e r n a t i v e  forms o f  v o lun ta r y  
a c t i v i t y .  (Vroom, 1964, p. 6 )
M o t iv a t io n  has to do w i t h  a s e t  o f  independent-  
dependent v a r i a b l e  r e l a t i o n s h i p s  t h a t  e x p la in  the 
d i r e c t i o n ,  am pl i t ude ,  and p er s is te n ce  o f  an i n d i v i d u a l ' s  
b ehav ior ,  ho lding  constant  the e f f e c t s  o f  a p t i t u d e ,  
s k i l l  and understanding o f  the task,  and the c o n s t r a i n t s  
op era t in g  in the environment .  (Campbell £ P r i t c h a r d ,
1976, p. 123)
An a n a l y s i s  o f  the above d e f i n i t i o n s  i n d ic a te s  tha t  m o t iv a ­
t io n  is p r i m a r i l y  concerned w i t h  (a) what energ iz es  human b ehav ior .
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(b) what d i r e c t s  or  channels such b eh avior ,  and (c)  how t h i s  beh avior  
is mainta ined or  susta ined (Steers  & P o r te r ,  1973, PP. 3 - 4 ) .
The M o t iv a t io n a l  Process
Dunnette  and Kirchner  (1965,  p. 125) gave a g e n e r a l i z e d  
model of  the bas ic  m o t iv a t io n a l  process ( F ig ur e  3) as e xp la in ed  by 
Chruden and Sherman (1980, p. 2 6 4 ) .  In the model i t  is assumed t h a t  
a person behaves in response to s t i m u l i  assoc ia ted  w i th  an inner  s t a t e  
o f  d i s e q u i l i b r i u m  tha t  stems from a need, d e s i r e ,  o r  expectancy accom­
panied by a n t i c i p a t i o n .  The behavior  is d i r e c t e d  toward a t t a i n i n g  an 
i n c e n t i v e  or  g o a l ,  as shown by the model, and leads to a change in 
the degree o f  d i s e q u i l i b r i u m  and an accompanying change in the le ve l  
of  f o r c e  impe l l in g  the in d iv id u a l  toward an a c t i o n .  An in d iv id u a l  
who has a strong need f o r  economic s e c u r i t y  w i l l  e x h i b i t  behavi or  
d i r e c t e d  toward such goals  as sav ings,  investments,  e t c .  Upon a t t a i n ­
ing the goa ls ,  the inner  s t a t e  o f  d i s e q u i l i b r i u m  w i l l  be m o d i f i e d .  
S i m i l a r l y ,  an in d iv id u a l  d e s i r i n g  a promotion w i l l  engage in beha­
v i o r  t h a t  is l i k e l y  to  r e s u l t  in a t t a i n i n g  t h a t  g o a l .  Upon o b ta in in g  
a promotion,  h is  inner s t a t e  becomes m o d i f ied .
The basic  b u i l d i n g  blocks o f  a g e n e r a l i z e d  model o f  m o t iv a ­
t i o n  a r e :  (a)  needs or  e x p e c t a t io n s ,  (b) b e h a v i o r ,  (c )  g o a ls ,  and
(d) some form o f  feedback.  The i n t e r a c t i o n  o f  these v a r i a b l e s  is 
shown in F igure 3* Dunnette  and K irchner  (1965)  warn t h a t  the pro ­
cess represented in F igure  3 is more complex than tha t  which is 
i n d ic a te d  by the simple  model.  T h e i r  summarized comments a re :
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Inner  S ta te  o f  D is e q u i l ib r i u m :  
Need, D e s i r e ,  o r  Expectancy,  




I ncent ive  
o r  
Goal
M o d i f i c a t io n  o f  Inner S ta te
Figure  3- Model o f  the Basic M o t iv a t io n a l  Process.  
Source: Dunnette and Kirchner  (1965,  p. 125)
1. I d e n t i f y i n g  and l a b e l i n g  motives is d i f f i c u l t .
For example we know tha t  people may work hard to earn 
more money. Money may be an in c e n t iv e  (o r  goal )  f o r  
d i f f e r e n t  under ly in g  motives such as (a)  s a t i s f y i n g  the  
d e s i r e  f o r  s ta tu s ,  (b) pro v id in g  a g r e a t e r  sense o f  eco­
nomic s e c u r i t y ,  o r  (c)  fu r n i s h in g  a symbol o f  power.
2. A mot ive r a r e l y  e x i s ts  a lo ne .  An in d iv id u a l  may 
exp er ience  a wide range o f  inner  des ir es  o r  a n t i c i p a t i o n s .  
They may e x i s t  a t  d i f f e r i n g  l e v e ls  o f  s t r e n g t h ,  waxing and 
waning as they a r e  s a t i s f i e d  o r  f r u s t r a t e d .
3. The same in cen t iv es  a r e  responded to d i f f e r e n t l y  
by d i f f e r e n t  persons. People a ls o  d i f f e r  in the ease  
w i t h  which t h e i r  mot ives may be s a t i s f i e d .
4 .  Some mot ives,  such as hunger,  t h i r s t ,  and sex,  
a r e  t e m p o r a r i l y  d iminished a f t e r  being g r a t i f i e d .  How­
e v e r ,  those motives which have t h e i r  bas is  in the a n t i ­
c i p a t i o n  o f  enjoyment a re  o f t e n  a c t u a l l y  strengthened by 
goal a t t a i n m e n t .  Thus, the a t t a inm en t  o f  the goal serves  
simply  to whet the a p p e t i t e  f o r  s t i l l  more o f  the same, 
(pp.  126-129)
M o t i v a t i o n a l  Theo r ie s
Why a m o t iv a t io n a l  theory? Pinder  (1984)  provided a c y c l e  of
events  th a t  r e s u l t e d  in a theory o f  work m o t iva t io n  (see Figure 4 ) :
The knowledge base o f  most soc ia l  and behaviora l  
sciences r e s u l t s  from a c yc le  o f  a c t i v i t i e s — a cyc le
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t h a t  many p r a c t i t i o n e r s  a re  e i t h e r  not  aware o f ,  o r  th a t  
they tend to ignore.  Our base o f  knowledge about work 
m o t iv a t io n  is no except ion  to  t h i s  c y c le ,  so i t  is impor­
tan t  f o r  the student  o r  manager who wishes to  apply  
these th e o r ie s  to understand the nature  o f  t h e i r  o r i g i n s ,  
(p.  18)
Fo rmulat ion  
o f  Theory (4)
Observat ion o f  
a Problem (1)
Generation o f  
Hypotheses (5)
Gather ! ng 
o f  Further  
Observat ions (3)
Development o f  
P r a c t i c a l  Technique (6)
A t t e n t i o n  o f  a 
Behaviora l  S c i e n t i s t  (2)
F igure  4.  The Cycle o f  Events Leading to a Theory 
o f  Work M o t i v a t i o n .
Source: Pinder  (1984,  p. 18)
Although the sequence of  events v a r ie s  to some degree from 
one case to ano th er ,  i t  is common f o r  the cyc le  to begin w i t h  the 
obse rva t ion  o f  a problem or  a phenomenon of  concern by someone such 
as a manager o r  a d m i n i s t r a t o r  who is responsible  f o r  dea l in g  w i t h  i t .  
Regardless,  once a phenomenon comes to the a t t e n t i o n  o f  a soc ia l  or  
behaviora l  s c i e n t i s t ,  the c yc le  o f  s c i e n t i f i c  a c t i v i t y  gets  underway,  
leading sooner or  l a t e r  to  a formal theory to e x p la in  i t  (P in d er ,
1984, p. 18 ) .
A m a j o r - d i s t i n e t i o n  pointed out by Campbell ,  Dunnette,  
Lawless, and Weick (1970)  is between mechanical ,  o r  process, theor ie s  
and s u b s ta n t i v e ,  or conten t ,  t h e o r ie s .
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Process t h e o r ie s  t r y  to d e f in e  the major v a r i a b l e s  which a re  
necessary f o r  e x p l a i n i n g  c h o ic e ,  e f f o r t ,  and p e r s is te n c e .  In c e n t iv e ,  
d r i v e ,  re in fo rc em ent ,  and expectancy a r e  major v a r i a b l e s .  Process 
t h e o r ie s  at tempt  to s p e c i fy  how the major v a r i a b l e s  i n t e r a c t  to  i n f l u ­
ence p a r t i c u l a r  dependent v a r i a b l e s .  D r iv e  theo ry ,  re in forcement  
t he o ry ,  expectancy theo ry ,  and e q u i t y  theory  a re  a l l  process t h e o r i e s .
What incen t iv es  a r e  the most powerful?  Thus a conten t  
theory may t r y  to i d e n t i f y  the s p e c i f i c  e n t i t i e s  w i t h i n  
a more general  c l a s s .  For example i t  may a s s e r t  th a t  
promotions,  s a la ry  increases ,  job s e c u r i t y ,  r e c o g n i t i o n ,  
and f r i e n d l y  co-workers make up the general v a r i a b l e  we 
c a l l  job performance outcomes. . . .  A content  theory is 
not  c e n t r a l l y  concerned w i t h  s p e c i fy in g  the p r e c is e  form 
o f  the i n t e r a c t i o n s  among v a r i a b l e s .  (Campbell & P r i t c h a r d ,
1983 . p. 65)
Process th e o r ie s  such as those a r t i c u l a t e d  by Thorndike,
H u l l ,  Spence, Hebb, Toi man, and Atk inson have been generated almost  
e x c l u s i v e l y  by the exper imental  s ide o f  sc ie nce ,  w h i l e  the content  
t h e o r i s t s  such as Frend, McDougall ,  Mur ray,  McC le l l and ,  and Maslow 
have been in the " c l i n i c a l - d i f f e r e n t i a l  mold" (Campbell S P r i t c h a r d ,
1983 , p. 6 6 ) .
There a r e  many theo r ie s  o f  m o t i v a t i o n .  Which theory is the  
best  o r  most a p p r o p r i a t e  is the ques t ion f o r  school a d m i n i s t r a ­
t o r s  and managers in m o t iva t in g  t h e i r  s t a f f .  Which theory is ideal?  
Mondy, Holmes, and F l ip p o  ( 1983) in answering these ques t ions  wrote:
There a re  n e a r ly  as many t he o r ie s  o f  m o t iv a t io n  as 
the re  a re  psycholog is ts  who develop them. Because of  
the vast  amount o f  d i f f e r e n c e  assoc ia ted  wi th  the  
t h e o r i e s ,  the acceptance o f  one may a c t u a l l y  mean tha t  
another  theory w i l l  be r e j e c t e d .  None o f  the t he o r ie s  
provides a u n i v e r s a l l y  accepted approach th a t  e xp la in s  
a l l  human b eh a v i o r .  Human beings a r e  f a r  too complex
(p.  3 20 )
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C la s s ic  Theory— F r e d e r ic k  W. T a y l o r . F r e d e r ic k  W. T a y lo r  is 
u s u a l l y  r e f e r r e d  to as the " f a t h e r  o f  s c i e n t i f i c  management." "H is  
th e o r ie s  and exper iments made re v is io n s  in two major a r e a s — labor  
and management" (Fulmer ,  1974, p. 5 8 ) .  Under ly ing the  whole approach 
o f  s c i e n t i f i c  management is the b e l i e f  t h a t  the re  is one best way o f  
doing any j o b .  Both la bor  ( th e  worker)  and management ( th e  super­
v i s o r )  must be committed to t h i s  bas ic  e f f i c i e n c y  p r i n c i p l e  fo r  the  
T a y lo r  approach to  be e f f e c t i v e  ( T a y l o r ,  1903, p.  9 6 ) .
T a y l o r ' s  unquest ioning d e d ic a t io n  to h is  s t a t i s t i c a l  
world represented his  only  major weakness. His r e s u l t s  
were o f t e n  a s to n ish in g  w i t h  regard to  d o l l a r s  and cents  
but d iscouraging  to  the human workers .  T a y l o r  was by 
nature  a s te rn  and remote man. There was l i t t l e  in h is  
methods t h a t  r e f l e c t s  an i n s i g h t  in to  human n a t u r e .  His  
a s s o c ia te s ,  Carl  Bath and H. L. G a n t t ,  a r e  g iven the  
c r e d i t  f o r  much o f  the humanizing and communicative  
development o f  the  T ay lo r  method. (Fulmer ,  1974, p.  58)
To solve the m o t iv a t io n  problem, T a y lo r  brought in two major  
o b j e c t s — the  stopwatch and the piecework bonus-pay system. The stop­
watch was f o r  the s c i e n t i f i c  e v a lu a t io n  o f  each j o b .  T a y l o r  f e l t  
th a t  " u n c le a r  job  requirements caused u n p r e d ic ta b le  jo b  per formance."  
T a y l o r  (1919)  set  " s c i e n t i f i c "  t ime l i m i t s  f o r  the performance o f  each 
duty and was t h e r e f o r e  a b le  to e s t a b l i s n  product ion exp ec ta t io n s  f o r  
each j o b .  T a y l o r ' s  phi losophy was s imple  enough--a  man could be m o t i ­
vated (do more) i f  he was given more money.
Theory X and Theory Y— Douglas McGregor. A major  r e - d i r e c t i o n  
of  emphasis in a t t em p t in g  to m o t iv a te  workers has emerged w i t h i n  the  
f i e l d  o f  human r e l a t i o n s  s ince McGregor ( I 9 6 0 )  made the d i s t i n c t i o n  
between two views o f  work m o t i v a t i o n - - T h e o r y  X and Theory Y . I f  
one assumed th a t  human beings had to be dr iven  to  work through e x t r i n ­
s ic  f a c t o r s ,  one held Theory X, but  i f  one b e l ie v e d  t h a t  human beings
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worked because they found f u l f i l l m e n t  and s a t i s f a c t i o n  in t h e i r  work 
—  i n t r i n s i c  f a c t o r s — one subscribed to Theory Y. T ab le  2 i l l u s t r a t e s  
the c o n t r a s t  between these two t h e o r i e s .  "McGregor, in f luenced  by 
views such as Maslow's (1943)  proposal o f  work as a man's ach ieving  
s e l f - a c t u a l i z a t i o n ,  was promoting the concept ion o f  Theory Y as the  
a p p r o p r i a t e  v iew o f  work m o t iv a t io n "  (Jung, 1978,  p.  170) .
TABLE 2
ASSUMPTIONS ABOUT HUMAN NATURE THAT UNDERLIE 
MCGREGOR'S THEORY X AND THEORY Y
Theory X Theory Y
1. Work is  i n h e r e n t l y  d i s t a s t e f u l  
to most people .
2. Most people a re  not  am b it iou s ,  
have l i t t l e  d e s i r e  f o r  respon­
s i b i l i t y ,  and p r e f e r  to be
di rec ted .
3. Most people  have l i t t l e  
cap a c i ty  f o r  c r e a t i v i t y  in 
s o lv in g  o r g a n i z a t i o n a l  
problems.
4 .  M ot iv a t io n  occurs only  a t  
the p h y s io lo g ic a l  and s a f e t y  
l e v e l s .
5. Most people  must be c l o s e l y  
c o n t r o l l e d  and o f t e n  coerced  
to ach ieve  o r g a n i z a t i o n a l  
o b j e c t i v e s .
1. Work is as n a tu r a l  as p la y ,
i f  the c o n d i t io n s  a re  workable .
2 . S e l f - c o n t r o l  is o f te n  i n d i s ­
pensable in a ch ie v in g  
o r g a n i z a t i o n  goals .
3 . The c a p a c i t y  f o r  c r e a t i v i t y  
in so lv in g  o r g a n i z a t i o n a l  
problems is w id e ly  d i s t r i b u t e d  
in the p o p u l a t i o n .
4 . M o t iv a t io n  occurs a t  the  
s o c i a l ,  esteem, and s e l f -  
a c t u a l i z a t i o n  l e v e l s ,  as well  
as p h y s io lo g ic a l  and s e c u r i t y  
level  s.
5. People can be s e l f - d i r e c t e d  
and c r e a t i v e  a t  work i f  
p r o p er ly  m o t iv a ted .
Theory Z— W i l l i a m  Ouchi . W i l l i a m  Ouchi (1982) pointed out  
t h a t  T h e o ry -Z - ty p e  companies show a strong r e l a t i o n s h i p  between the 
company and i t s  employees and demonstrate unusual r e s p o n s i b i l i t y
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toward t h e i r  employees; the employees in turn show g re a t  l o y a l t y
toward the company. Type-Z companies tend to p r a c t i c e  a system o f
l i f e t i m e  employment and avoid l a y o f f s .  These companies u s u a l l y  enjoy
low employee tu r n o v e r ,  low absenteeism,  and high employee morale.
The workers a r e  more involved in t h e i r  jobs w i t h  such a company, a
f a c t o r  t h a t  leads to increased p r o d u c t i v i t y  and performance. Theory-
Z companies tend to  develop t h e i r  own t r a d i t i o n s ,  id e a ls ,  and c u l t u r e
and f o s t e r  somewhat o f  a " f a m i l y  env iro nment ."  Th is  " f a m i l y "  or
c u l t u r e  w i t h i n  the o r g a n iz a t io n  tends to bond i t s  members, employees,
and managers, thereby f a c i l i t a t i n g  dec is io n  making and communications
w i t h i n  the company.
And in a Theory Z company, some o f  the forms o f  
communication a r e  v ery ,  very  s u b t le .  There is com­
municat ion through the symbolic act s  o f  w a lk in g  around 
the p l a n t .  There is communication in the ceremonies,  
l i k e  g e t t i n g  toge th er  f o r  a game o f  soccer in which the  
high and mighty and the low and new p a r t i c i p a t e  on an 
equal b as is .  There is communication in the way impor­
t a n t  d ec is io ns  a re  made, in which many people a re  drawn 
in to  the d ec is io n  process and given the o p p o r tu n i t y  to  
in f lu en c e  i t .  (O u:h i ,  1982, p. 19)
A bas ic  understanding o f  the d i f f e r e n t  m o t iv a t io n a l  theor ies  
is useful  to school p r i n c i p a l s ,  teachers ,  o th e r  educat ional  le aders ,  
and s t a f f .  The purpose o f  present ing the var ious m o t iv a t io n a l  
t he o r ie s  here is not  to po in t  out  " th e  t h e o r y , "  but  ra th e r  to develop  
a thought process t h a t  u l t i m a t e l y  leads educat ional  leaders to develop  
t h e i r  own concepts o f  job m o t iv a t io n .  The e c l e c t i c  approach to the 
d i f f e r e n t  job m o t iv a t io n a l  theo r ie s  seems to be the  best approach in 
developing one's  own approach to management to  determine how to m o t i ­
va te  workers.  Here a re  some examples:
The H ie ra rc hy  o f  Needs Theory— Abraham H. Maslow. Maslow's  
( 1970) theory is known as the "need-h ie ra rc hy  theory"  because human
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needs a re  arranged according to a p r i o r i t y .  His theory  o f  human 
mot iv a t io n  is based on the f i v e  c a teg o r ie s :
1. The P h y s io log ica l  Needs. Included in t h i s  group 
are  the needs f o r  food, w a te r ,  a i r ,  r e s t ,  e t c . ,  t h a t  a r e  
requi red  f o r  m a in ta in in g  the body in a s t a t e  o f  e q u i l i ­
brium.
2.  The Sa fe ty  Needs. These include the need f o r  
s a f e t y  and s e c u r i t y  both in a physical  and psychological  
sense. The need to be p ro te c te d  from e x te r n a l  dangers  
to our bodies and our p e r s o n a l i t i e s  a re  included in t h i s  
group. Most workers,  f o r  example, d e s i re  to work a t  jobs  
th a t  a re  f r e e  from phys ical  and psychological  hazards and
• tha t  provide  tenure .
3.  The Belongingness and Love Needs. The need f o r  
a t t e n t i o n  and soc ia l  a c t i v i t y  a re  the major needs in t h i s  
ca te gory .  An i n d iv id u a l  d es ires  a f f e c t i o n a t e  r e l a t i o n s h i p s  
w it h  people in general  and d es ires  to  have a respected  
place in the group.
4 .  The Esteem Needs. These include the d e s i r e  f o r  
s e l f - r e s p e c t ,  f o r  s t r e n g t h ,  f o r  achievement ,  f o r  ade­
quacy, f o r  mastery and competence, f o r  independence and 
freedom. Also included in t h i s  category is the d e s i r e  
f o r  re p u t a t io n  o r  p r e s t i g e  or  respect  and esteem from 
o th e r  people .
5. S e l f - a c t u a l i z a t i o n  ( r e a l i z a t i o n ) .  This  r e f e r s  to
a person's  d e s i r e  f o r  s e l f - f u l f i l l m e n t ;  namely,  to the ten ­
dency to become a c t u a l i z e d  in what he is p o t e n t i a l l y .
"What one can be,  one must b e . "  This  tendency might be 
phrased as the d e s i r e  to r e a l i z e  one's  p o t e n t i a l .
(pp. 35-38)
According to  Maslow's theory ,  human needs a re  arranged  
according to the h ie r a r c h y  shown in F igure 5»
I t  is a myth t h a t  a lower need has to  be f u l l y  s a t i s f i e d  before  
the next  need is s a t i s f i e d  o r  met. Maslow (1970)  conf i rmed th a t  
t h i s  is the case:
So f a r ,  our t h e o r e t i c a l  d iscussion may have given  
the impression t h a t  these f i v e  sets o f  needs a r e  some­
how in such terms as the fo l l o w i n g :  I f  one need is
s a t i s f i e d ,  then another  emerges. This  statement  might  
g iv e  the f a l s e  impression tha t  a need must be s a t i s f i e d  
100 percent  be fo re  the next  need emerges. In actual  
f a c t ,  most members o f  our soc ie ty  who a r e  normal a re
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Figure 5- Maslow's Need Hierarchy and How Needs are  S a t is f ie d  by the Organizat ion.  Data ( fo r
diagram) based on Hierarchy of  Needs in Motivat ion and P e rs o n a l i t y , by Abraham Maslow, 
1970.
Source: Mondy, Holmes, and Fl ippo (1983, p. 321).
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p a r t i a l l y  s a t i s f i e d  in a l l  t h e i r  b as ic  needs a t  the same 
t ime .  A more r e a l i s t i c  d e s c r i p t i o n  o f  the h ie r a r c h y  
would be in terms o f  decreasing percentages o f  s a t i s f a c ­
t io n  as we go up the h ie ra rc h y  o f  prepotency .  (pp. 53-54)
Maslow suggests a hyp o th e t ic a l  example: an average person
is s a t i s f i e d  85 percent  in h is  p h ys io lo g ic a l  needs, 70 percent  in 
his  s a f e t y  needs, 50 percent  in h is  love needs, 40 percent  in h is  
s e l f - e s te e m  needs, and 10 percent  in h is  s e l f - a c t u a l i z a t i o n  needs.
What lesson can p r i n c i p a l s  and o th e r  edu c a t io n a l  leaders  
learn f rom Maslow's theory? F i r s t ,  they should recognize  t h a t  
Maslow's h ie r a r c h y  o f  needs is a t h e o r e t i c a l  f o r m u la t io n  based 
l a r g e l y  on the work o f  a c l i n i c a l  p sy cho lo g is t  and t h a t  i t  r e q u i res  
f u r t h e r  v a l i d a t i o n .  Maslow (1965) warned o f  i t s  r e s t r i c t i o n s .  
Exper imental  s tu d ie s  a ls o  have in d ic a ted  th a t  human needs may a c t u a l l y  
be on two l e v e l s — e x is te n c e  and s e c u r i t y  needs being a t  the lower  
l eve l  and s o c i a l ,  esteem, autonomy, and s e l f - a c t u a l i z a t i o n  needs 
a t  the h ig h er  le v e l  (Waters 6 Roach, 1973,  PP- 1 8 5 -1 9 0 ) .  However, 
research has conf i rmed Maslow's theory in g e n e r a l ,  th a t  the h i g h e r -  
l eve l  needs appear only  when the lo w e r - l e v e l  needs a r e  s a t i s f i e d  
(Law le r ,  1973- P- 4 0 ) .
Not a l l  l i t e r a t u r e  p o s i t i v e l y  agrees w i t h  Maslow's theory .  
Wahba and B r id w e l l  ( I 983 ) presented a review o f  research and l i t e r a ­
tu r e  cover in g  the  "Maslow's Need H ie ra rc h y  T h e o r y . "  According to  
them:
Maslow's Need H ie ra rc hy  Theory has re ce ived  l i t t l e  c l e a r  
o r  c o n s i s t e n t  support  from the a v a i l a b l e  research f i n d ­
ings.  . . .  Do these f in d in g s  i n v a l i d a t e  Maslow's theory?
The answer to t h i s  ques t ion  is r a t h e r  d i f f i c u l t ,  p a r t l y  
because o f  the na ture  o f  the the ory ,  which d e f i e s  e m pir ic a l  
t e s t i n g ,  and p a r t l y  because of  the c o n c e p tu a l ,  methodologi ­
cal  and measurement problems o f  the research reviewed.
Maslow's Need H ie ra rc hy  Theory is a lmost  a n o n - t e s t a b l e  
t heo ry .  This  is  e v id en t  by the r e l a t i v e l y  l i m i t e d  research
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th a t  has sought to t e s t  i t ,  and the d i f f i c u l t y  o f  
i n t e r p r e t i n g  and o p e r a t io n a l  iz in g  i t s  concepts.
(pp.  38-39 )
Human R e l a t io n s  Theory— Rensis L i k e r t . L i k e r t  (1961) put  
the emphasis in m o t iva t io n  upon the m o t iv a to r .  Managers a re  encour­
aged to use many f a c to r s  th a t  w i l l  m o t iv a te .  These f a c t o r s  include  
economy, s e c u r i t y ,  ego, c u r i o s i t y ,  and the d e s i r e  to be c r e a t i v e .
L i k e r t ' s  theory is the oppos i t e  o f  T a y l o r ' s  (1919)  c l a s s i c a l  theory  
which cons iders money as " th e  simple  s o l u t i o n . "  The d i f f e r e n c e  in 
human- re lat ions theory is the emphasis upon the manager r a th e r  than 
the employee. Money and s e c u r i t y  become to o l s  o f  the m o t iv a tor  
ra th e r  than m o t iv a t in g  workers as emphasized by T a y l o r ' s  theory.
E-R-G T h e o r y - C l a y t o n  A l d e r f e r . A l d e r f e r ' s  (1977)  theory is 
a developed model in which Maslow's f i v e  c a t e g o r ie s  a re  incorporated  
in to th r ee  " e x is t e n c e - r e la te d n e s s - g r o w th  o r  E-R-G Theory"  (pp. 658 -672 ) .  
A l d e r f e r  attempted to make Maslow's theory more c o n s is te n t  w i t h  know­
ledge o f  human needs. Tab le  3 i l l u s t r a t e s  the r e l a t i o n s h i p  between 
the two t h e o r i e s .
TABLE 3
ALDERFER'S AND MASLOW'S THEORIES; A COMPARISON
Needs Theor ies Level 1 Level 2 Level 3
Maslow's h ie ra rc h y  
of  needs theory
P h ys io log ica l
needs
Socia l  needs,  
s e c u r i t y  needs
S e l f - f u l f i l l ­
ment needs,  
esteem needs
A l d e r f e r ' s  E-R-G 
theory





Source: Mondy , Holmes, & FI ippo ( 1983 , p. 323 )
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Exis tence Needs -  Types o f  physical  or mate r ia l  needs 
Relatedness Needs -  R e l a t io n sh ip s  w i t h  o th e r  people  
Growth Needs -  A l l  forms o f  c r e a t i v e  e f f o r t s  to ach ieve  
or  gain  re co g n i t io n  to s a t i s f y  needs f o r  
esteem and to  a t t a i n  a high degree o f  
personal f u l f i l l m e n t .  (Mondy, Holmes, &
F l i p p o ,  1983 , p. 323 )
Mondy, Holmes, and FI ippo  ( 1983 ) in commenting on the E-R-G
theory, put i t  t h i s  way:
In c o n t r a s t  to the s a t i s f a c t i o n  o f  e x is te n c e  and r e l a t e d ­
ness needs, the Importance of  growth needs may increase  
as an i n d iv id u a l  achieves s a t i s f a c t i o n  of  these needs.
According to  the E-R-Q' theory ,  each level  becomes in c rea s ­
ing ly  a b s t r a c t  and more d i f f i c u l t  to s a t i s f y .  Wh i le  some 
i n d i v i d u a l s  f o l l o w  a lo g i c a l  progression in s a t i s f y i n g  
needs from le ve l  1 through 3,  some people exp er ience  f r u s ­
t r a t i o n .  A person who is unable  to s a t i s f y  growth needs 
r e v e r ts  back one le ve l  to concre te  re la te dness  or  e x is te n ce  
needs. ( j b i d . )
M ot iv a t io n -H y g ie n e  Theory— F re d e r ic k  Herz berg . Herzberg,  
Mausner, and Snyderman (1959)  in t h e i r  m ot iv a t i o n -h y g i e n e  theory com­
bined m o t iv a t io n  and job d i s s a t i s f a c t i o n .  This  makes Herzberg 's  
ins trument ,  methodology, and theory as a whole seem to be a p p r o p r ia t e  
f o r  serv ing as a base f o r  t h i s  study. His theory proposes t h a t ,  in 
comtemporary s o c i e t y ,  the " l o w e r - l e v e l  needs" proposed by Maslow have 
b a s i c a l l y  been s a t i s f i e d .  Where these needs a r e  not s a t i s f i e d ,  job  
d i s s a t i s f a c t i o n  is the u l t i m a t e  r e s u l t .  However, the  f u l f i l l m e n t  of  
these lower le ve l  needs a lone  does not  produce job s a t i s f a c t i o n .  
Herzberg c a l l e d  those f a c t o r s  t h a t  produce job  s a t i s f a c t i o n  "mot iv a ­
t o r  f a c to r s "  because they m ot iva te  the worker to the h ig hes t  p oss ib le  
level  o f  performance. The f a c t o r s  t h a t  cause d i s s a t i s f a c t i o n  a r e  the  
hygiene or  maintenance f a c t o r s .
In commenting on m o t iv a t io n  versus hygiene Herzberg,  Mausner,  
and Snyderman (1959) in d ic a ted :
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Hygiene opera tes  to remove h ea l th  hazards from the  
environment  o f  man . . . when the re  a re  d e l e t e r i o u s  
f a c t o r s  in the c ontex t  o f  the j o b ,  they serve to br ing  
about  poor job a t t i t u d e s .  Improvement in these f a c t o r s  
o f  hygiene w i l l  serve to  remove the impediments to  p o s i ­
t i v e  job a t t i t u d e s .  Among the f a c to r s  o f  hygiene we 
have included s up e rv i s io n ,  in terpersona l  r e l a t i o n s ,  
phys ical  working c o n d i t i o n s ,  s a l a r y ,  company p o l i c i e s  
and a d m i n i s t r a t i v e  p r a c t i c e s ,  b e n e f i t s ,  and jo b  secur­
i t y .  When these f a c t o r s  d e t e r i o r a t e  to  a le v e l  below 
t h a t  which the employee cons iders a c c ep tab le ,  then job  
d i s s a t i s f a c t i o n  ensues. However, the reverse  does not  
hold t r u e .  When the job  con tex t  can be c h a r a c t e r i z e d  
as o p t i m a l ,  we w i l l  not  get  d i s s a t i s f a c t i o n ,  but  n e i t h e r  
w i l l  we get  much in the way o f  p o s i t i v e  a t t i t u d e s .
(pp. 113-114)
The f a c t o r s  which lead to p o s i t i v e  job a t t i t u d e s  do so 
because they s a t i s f y  the i n d i v i d u a l ' s  need f o r  s e l f - a c t u a l i z a t i o n  in 
h is  work.
Man tends to a c t u a l i z e  h im se l f  in every area o f  h is  
l i f e ,  and h is  job is one o f  the most important  a reas.
. . .  We des ignated the job f a c t o r s  as the " m o t i v a t o r s , "  
as opposed to the e x t r a - j o b  f a c t o r s ,  which we have 
la b e le d  the f a c t o r s  o f  hygiene.  i t  should be understood  
t h a t  both k inds o f  f a c t o r s  meet the needs o f  the employee,  
but  i t  is p r i m a r i l y  the " m o t iv a to r s "  t h a t  serve to  b r in g  
about  t h i s  k ind o f  job s a t i s f a c t i o n .  (p.  1 l4)
The mot iv a tors  a re  achievement,  r e c o g n i t i o n ,  the work i t s e l f ,  
r e s p o n s i b i l i t y ,  advancement, e t c .  T h e r e f o r e ,  in an educat ional  con­
t e x t  i t  is c l e a r  t h a t  school p r i n c i p a l s  can m o t iv a te  t h e i r  teachers  
i f  they c a p i t a l i z e  on these " m o t i v a t o r s . "  This  does not  mean, how­
e ver ,  t h a t  the lo w e r - l e v e l  needs (Maslow's basic  needs) should be 
neglected because they a r e  not  m o t iv a to r s .  Those lo w e r - l e v e l  needs 
have to  be f u l f i l l e d  f i r s t ,  before  dea l in g  w i t h  the m o t iv a tor s .
H a l lo ran  (1978)  summarized: Herz berg 's  hygiene f a c t o r s  and 
mot iv a tors  which appears in Table  4.
In con c lu s ion ,  what is the op in ion  o f  researchers and authors  
in regard to Herz berg 's  M o t iv a to r -H y g ie ne  Theory?
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TABLE 4
HYGIENE FACTORS AND MOTIVATORS
Hygiene Maintenance Factors M ot iv a to rs  and Growth Needs
S a la r y ,  s ta tu s  and s e c u r i t y Growth and advancement to 
h i g h e r - l e v e l  tasks
Good f a c t o r s  keep one from 
being unhappy
Ach i evemen t
Company p o l i c i e s  and 
admin i s t r a t i o n
Recogni t ion f o r  achievement
Supervi si on I n t e r e s t  in the task
Work environment  and 
in terpersona l  r e l a t i o n s
R e s p o n s i b i l i t y  f o r  enlarged  
task
Source: H a l lo r a n  (1978, p. 106)
"The m o t i v a t o r -h y g i e n e  theory has evoked c o l l e g i a l  re ac t ions  
ranging from e l a t i o n  to  dismay" (Chruden 5 Sherman, I 98O, p. 270 ) .
For a per iod o f  t ime,  t h i s  theory took on the overtones of  a Holy 
Crusade w i t h  d i s c i p l e s ,  h e r e t i c s ,  and i n f i d e l s ,  a s a c r i f i c e  of  
s c i e n t i f i c  method to polemics,  and r ighteous in d ig n a t io n  (Kerr ,  
H arl an ,  & S t o g d i l l ,  1974, pp. 1 0 9 -1 2 4 ) .  L ike a w e l l - f o r m u l a t e d  
theory ,  the m o t iv a t o r -h y g i e n e  theory has a lso  s t im u l a te d  a c o n s i ­
de r ab le  amount o f  re se arch ,  as wel l  as c o n t ro v e rs y .  House and Wigdor  
( 1967 ) l i s t e d  over t h i r t y  r e l a t e d  s tu d ie s  which used data  gathered  
from personnel in d i f f e r e n t  jobs a t  d i f f e r e n t  o r g a n i z a t i o n a l  l e v e l s .  
They suggested t h a t  most o f  the c r i t i c i s m  cen ters  around:
1. The methods used to o b ta in  in fo rm at io n  about  
s a t i s f y i n g  and d i s s a t i s f y i n g  job events and to r a t e  them.
2. F a i l u r e  to o b ta in  a measure o f  o v e r a l l  s a t i s f a c t i o n .
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3.  Disregard f o r  the f a c t  th a t  one f a c t o r  can cause 
job s a t i s f a c t i o n  f o r  one person and job d i s s a t i s f a c t i o n  
f o r  another  person even in the same sample. (pp. 369*389)
in s p i t e  o f  the con t ro vers y ,  the theory and the research  
s t im u la ted  by i t  have c o n t r ib u te d  to a b e t t e r  understanding of  
employee m o t i v a t i o n .  A major impact of  the theory ,  which has had con­
s id e r a b l e  impact on the wor ld  o f  work,  has been the redesign o f  jobs  
to maximize the m o t iva to r -h y g i en e  theory (Chruden & Sherman, 1980,  
pp. 270- 271 ) .  W h i t e h i l l  (1976,  pp. 516-529)  po in ts  out  in h is  
research among a u tomobi1 e - p l a n t  workers tha t  physical  working cond i ­
t i o n s ,  s a f e t y  and h e a l t h ,  and convenient  hours o f  work among produc­
t ion  employees a r e  of  major importance.  Hence, i t  can be concluded 
th a t  g iv in g  a t t e n t i o n  to  the m o t iva to r  f a c to r s  must not  r e s u l t  in 
lesser  a t t e n t i o n  to the maintenance f a c t o r s .  This is the essence o f  
Herzberg 's  Hygiene Theory.
Tanneh i l l  (1974,  p. 30) summarized the two basic  schools o f  
thought,  the t r a d i t i o n a l  school o f  thought by T a y lo r ,  "Fa ther  of  S c i ­
e n t i f i c  Management," and the c u r r e n t  school of  thought of  "Human 
Rel a t io ns  T h e o r i e s , "  led by L i k e r t .  This can be seen in the c h a r t  
on the next  page.
Do C h r i s t i a n  Teachers Need Mot ivat ion?
Teachers as we l l  as f a c t o r y  workers need to  be m ot iva ted .  
C h r i s t i a n  teachers in parochia l  schools as wel l  as C h r i s t i a n  and 
n o n -C h r is t i a n  teachers in p r i v a t e  and p u b l ic  schools need to be 
m o t iv a ted .  Of ten ,  teachers in A d ve n t is t  schools a re  taken f o r  
gra nted .  I t  is b e l ie v e d ,  s ince they a re  C h r i s t i a n  teachers "serving  
the L o rd , "  and have the commitment to teach in "our  sch o o ls , "  there  
is no need f o r  them to be m ot iv a ted .  Only " the o u t s i d e r s , "  those
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EARLY SCIENTIFIC MOVEMENT CURRENT BEHAVIORAL FINDINGS
*  Break jobs down— s m al l es t  
par ts
*  Es tab l is h  product ion norms
*  L im i t  in fo rm at io n — g iv e  only  
what they should have
*  Machines pace people
*  Impose t i g h t  c o n t r o l s  (people  
t h a t  in spect ,  not expect )
*  C e n t r a l i z e  s t r u c tu r e
*  L i m i t  r e s p o n s i b i l i t y
*  L im i t  dec is io n  making 
( a u t h o r i t y  decides who has 
competence)
*  Set goals and o b j e c t i v e s  fo r  
group
*  Network o f  ru les  and o rd er s -  
checks and balances
*  Punish f o r  e r ro rs
*  Manage according to past  
p r a c t ic e s
*  Don' t  t r u s t  a man u n t i l  he 
proves h im se l f
*  Communicate by memo— " w r i t e  
i t — d o n ' t  say i t "
*  S t y l e  o f  Management
*  "Hard"— coarse,  t h r e a t e n ,  
pun i sh
* • " S o f t " — coax, reward,  
permi ss i veness
*  Modi fy peop le— con t ro l  them
Job E n r i c h m e n t - -b u i l d  back 
wholeness
Get people involve d— s e t t i n g  
own performance standards
Share i n f o r m a t i o n - - g i v e  what 
they f e e l  they need
People e s t a b l i s h  own pace
S e l f -c o n t r o l - -m in im u m  o f  
e x te rn a l  c o n t r o ls
D e c e n t r a l i z e — make manager 
o f  own areas
Share r e s p o n s i b i l i t y
Move dec is io n  making down 
the l i n e  ( in fo r m a t io n  decides  
who has competence)
P a r t i c i p a t e  in s e t t i n g  goals  
and o b j e c t i v e s  ( i n t e g r a t e  
i n d iv id u a l  and o r g a n i z a t i o n  
goals)
Diminish number o f  ru le s  and 
o r d e r s - - b u i 1d checks in to  job  
c on t ra c ts  —  s e l f - d i  r e c t io n
Punish f o r  concealment of  
e r r o r s
Manage according to o b j e c t i v e s
*  T ru s t  a man u n t i l  he proves 
otherwi  se
*  Commun i c a t e - - f a c e - t o - f a c e  
d ia lo g u e — so people get  
feedback
*  S t y l e  o f  Management
*  Adapt to f i t  r e a l i t y  ( c o n f r o n t  
and face f a c t s  r a t h e r  than 
assumptions)
*  Don' t  pre judge
*  Modify s i t u a t i o n — unleash  
p eo p le 's  p o t e n t i a l
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teach ers who " d o n ' t  know the Lord" need to be m o t iv a ted .  This  is a 
myth. Advent is t  teachers a r e  human beings and p la c in g  them h igher  
than t h i s  l e v e l ,  making them d i v i n e ,  is  a mis take that  may lead to  
d espa i r  and job d i s s a t i s f a c t i o n .
School p r i n c i p a l s ,  o th e r  edu cat ional  le ad e rs ,  and parents  
are  the  people who can help teachers reach t h e i r  p o t e n t i a l  by he lp in g
to make teaching a p le as an t  exper ience in A d ve n t is t  schools.
The.Advent  1st system o f  educat ional  le aders h ip  is d i f f e r e n t  from 
th a t  o f  the p u b l i c  system in tha t  many non- local  educat ional  leaders
have to deal w i t h  the local  school.
The unique c h a r a c t e r i s t i c s  o f  the Seventh-day A dvent is t  
e ducat ional  system a re  r e f l e c t e d  in the a d m i n i s t r a t i v e  pro­
grams o f  the system. . . . The union conference d i r e c t o r  
o f  educat ion has superv is ion  over  a region th a t  may comprise  
as many as e i g h t  s t a t e s .  Conference super in tenden ts  and 
academy p r i n c i p a l s  r e p o r t  to him. . . . The p o s i t i o n  o f  
conference sup er in tenden t  o f  educat ion l i k e w i s e  has no 
c o u n te r p a r t  in the p u b l ic  school system. (Jaqua, 1979, p. 5)
By What Method Can an Educat ional  
Leader Mot iv a te  His Teachers?
The p r i n c i p a l  is the one educat ional  le ader  w i t h  whom the
teachers  o f  a school deal most o f t e n .  P r i n c i p a l s  should work w i t h
t h e i r  teachers,  and encourage and p r a is e  them. Straman (1982 ) ,  in
w r i t i n g  about the d u t i es  o f  the p r i n c i p a l ,  s ta te d :
But above and beyond a l l  o f  these du t i es  is  the p r i n c i p a l ' s  
r e s p o n s i b i l i t y  in in f lu en c in g  the te acher ,  who guides and 
i n s t r u c t s  the f i n a l  product  o f  the  school— the c h i l d .  As 
goes the teacher ,  so go the s tudents .  . . . Perhaps the  
bes t  favo r  the p r i n c i p a l  can do f o r  the student  is to 
encourage t h e i r  tea chers .  . . .  A casual word o f  thanks  
f o r  a job we l l  done goes a long way. From exper ience  I 
know t h a t  a k ind word from the p r i n c i p a l  s i n c e r e l y  spoken 
a t  j u s t  the r i g h t  t ime,  has sometimes seemed almost
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
57
h e a v e n - i n s p i r e d .  The burden somehow seems l i g h t e r  and 
the r e s p o n s i b i l i t y  worth the e f f o r t  i f  someone ( e s p e c i a l l y  
the b o s s ! ! )  seems to understand.  Everyone needs encourage­
ment. i t  d o es n ' t  have to be in the form o f  a le n g th y ,  
profound speech. Just a s h o r t ,  s in c e r e  sta teme nt .  Just  
a smi le  or  a handshake o f  app ro va l .  Just a b r i e f  note  
s l ip p ed  under the classroom door b e fo re  school .  Just a 
f l o w e r  p laced on each t e a ch e r 's  desk on the f i r s t  day o f  
school .  There a re  many simple and c r e a t i v e  ways to 
encourage teachers ,  a l l  o f  which show p ro fe s s io n a l  courtesy  
in a c t i o n .  (p.  10)
Today's  A d ven t is t  school p r i n c i p a l s  "are  b e t t e r  prepared fo r  
the p r i n c i p a l s h i p "  than ever before  (White ,  1982, p.  40) and th a t  
makes te a ch e rs ,  p a r e n ts ,  and others expect  more o f  them. They want  
more understanding f o r  t h e i r  t eachers ,  and more and b e t t e r  help  and 
l e a d e r s h ip .
P r i n c i p a l s  are  not  on ly  managers o f  the d ay - to -d a y  o r  
annual chores and the o p era t io n  o f  the school ,  they are  a ls o  educa­
t i o n a l  and i n s t r u c t i o n a l  l ead ers .
Everybody from John Good la d .  Dean of  the UCLA Graduate  
School o f  Educat ion ,  to newspaper columnist  W i l l i a m  
Raspberry is t e l l i n g  U.S.  p r i n c i p a l s  they a re  the key 
to improved classroom i n s t r u c t i o n  and tea cher  competency.  
P r i n c i p a l s  themselves agree,  in separa te  n a t io n a l  s t u d i e s ,
83 percent  of  a sampling o f  secondary school p r i n c i p a l s  
said t h e i r  most important  task  was working w i t h  teachers  
on i n s t r u c t i o n ,  and 86 percent  o f  e lementary  p r i n c i p a l s  
s i m i l a r l y  dec la re d  th a t  t h e i r  p r imary r e s p o n s i b i l i t y  was 
sup e rv is io n  and i n s t r u c t i o n a l  improvement.  (Gudridge,
1980, p.  25)
Some p r i n c i p a l s  may c la im  t h a t  they a re  too busy and have 
no t ime f o r  teacher  development or i n s t r u c t i o n a l  le a d e r s h ip .  A f t e r  
a l l ,  they contend,  teachers a re  the i n s t r u c t o r s  and should be able  
to  "make i t "  on t h e i r  own. H a r t l e i n  ( 198 I )  has a d i f f e r e n t  v iew:  
"A d m in is t ra to rs  a re  busy peo ple .  They have r e s p o n s i b i l i t i e s  in many
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area s .  However, the success o f  the  school program depends h e a v i l y  
on the e f f e c t i v e n e s s  o f  the f a c u l t y  t ime spent on s t a f f  development  
and w i l l  pay r i c h  d iv id ends"  (p.  h ) .
P r i n c i p a l s  need to learn  from the g r e a t e s t  m o t iv a t o r  t h i s  
e a r t h  has ever  known. Jesus C h r i s t  is the ideal  example in His d e a l ­
ings w i t h  His subordinates ( d i s c i p l e s ) .  In s p i t e  o f  t h e i r  weaknesses 
and d i f f e r e n c e s .  He loved them. He taught them and showed them how 
to serve.  He respected them as i n d i v i d u a l s .  In a l l  His ways, C h r i s t  
motivated people .  I f  any lesson is to  be drawn from C h r i s t ' s  method 
of  m o t i v a t i o n ,  i t  is the lesson o f  acceptance,  acc ep t in g  them as they
a r e .
Permit  your f r i e n d s  to be themselves.  Accept  them as they  
a r e .  Be g r a t e f u l  f o r  what is t h e r e ,  not  annoyed by what  
f r i e n d s  c a n ' t  g i v e .  Accept  each one's  i m p e r f e c t io n s — and 
i n d i v i d u a l i t y — and d o n ' t  fe e l  th rea tened  i f  t h e i r  op inions  
and tas te s  sometimes d i f f e r  from yours.  . . . Give each 
o th e r  space. We a r e  e n t i t l e d  to our  p r i v a t e  f e e l i n g s  and 
thoughts.  Friends who t r y  to invade in the  inner  space 
o f  one ano ther  r i s k  d es t ro y in g  the r e l a t i o n s h i p .  (Engstrom 
& Larson,  1984, p. 3)
Leadership Def ined
Hunt and Osborn (1980)  po inted  out  t h a t
Most contemporary le aders h ip  t h e o r i s t s  tend to t r e a t  
le ad e rsh ip  as an in f l u e n c e  process d i r e c t e d  a t  e i t h e r  
an in d iv id u a l  o r  a group. They argue t h a t  the l e a d e r ­
ship r o l e  re q u i res  a t t e n t i o n  to i n d i v i d u a l s  and o r g a n i ­
z a t i o n s .  " E s s e n t i a l l y ,  we see him [ th e  leader]  f i l l i n g  
the  gap between subord ina te  d e s i r e s  and a b i l i t i e s  on one 
hand and o r g a n i z a t i o n a l  goals  and requirements on the  
o t h e r . "  In essence,  when the gap is f u l f i l l e d ,  the re  
should be s a t i s f i e d  subordinates in a high performance  
o r g a n i z a t i o n .  (p.  49)
Cr i b b in  (1981) expanded on t h i s  theme, d i f f e r e n t i a t i n g  between what
he c a l l s  successful  le ad ersh ip  and e f f e c t i v e  le a d e r s h ip .
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Successful  le ad ersh ip  is the a b i l i t y  to get  o th e rs  
to  behave as the ttianager intended. The job gets  done 
and the manager's needs a re  s a t i s f i e d ,  but  those o f  the  
o th e r  people a re  ignored. E f f e c t i v e  le a d e r s h ip ,  on the  
o t h e r  hand, r e s u l t s  in the manager's in te n t io n s  being  
r e a l i z e d  as w e l l  as b r in g in g  s a t i s f a c t i o n  to  the needs 
o f  the employees. (p .  35)
The g r e a t e s t  need today is f o r  e f f e c t i v e  le a d e rs h ip ,  not Just  success­
fu l  le a d e r s h ip .  Job s a t i s f a c t i o n  f o r  teachers comes when t h e i r  needs 
are  met and when t h e i r  voices a re  heard.  Hanson ( 1985) suggested 
t h a t :
I f  people had a vo ice  in determining the n a t u r e ,  c on ten t ,  
and c l i m a te  o f  t h e i r  work, t h i s  " p a r t i c i p a t i v e  decis ion  
making" a long w i t h  the added cha l le nges  o f  the Job would 
s t i m u l a t e  h igher  l e v e l s  o f  e f f o r t .  Under c on d i t io n s  as 
these,  the human r e l a t i o n s  o r i e n t a t i o n  s tresses s e l f -  
cont ro l  and s e l f - r e g u l a t i o n  r a th e r  than o r g a n i z a t i o n a l  
c o n t r o l .  (pp. 252 - 253 )
Teachers can express t h e i r  concerns and po in ts  o f  view i f  
the channels of  communication a re  opened. The p r i n c i p a l  is respon­
s i b l e  to open these channels o f  communication. However, communica­
t io n  is a two-way s t r e e t .  Some p r i n c i p a l s  t h i n k  communication 
c on s is ts  o f  t e l l i n g  t h e i r  teachers what to do, and they make sure  
i t  is done w i t h o u t  l i s t e n i n g  to the feedback o r  the input  from the  
teachers .  Other  p r i n c i p a l s  Just g iv e  ord ers  o r  pass on messages 
w i th o u t  making sure t h a t  the teachers understand why the message 
is sent  or  i f  they understand what is expected o f  them. Communica­
t io n  has to  be done in a c l e a r  and p re c is e  way.
Communication from the p r i n c i p a l  w i l l  be c l e a r e r  
and more e f f e c t i v e  i f  he d e f in e s  the purpose o f  each 
communication e f f o r t .  "Why am I t e l l i n g  the s t a f f  
th i s ? "  There w i l l  be less ambigui ty  in the message 
and in the way i t  is  heard,  i f  he g ives c o n s id er a t io n  
to fun c t i o n  before  he w r i t e s  o r  speaks. (Brubaker ,
1980 , p. 127)
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Why should the p r i n c i p a l  be the  one who opens the channels
o f  communication? To answer such a quest ion i t  is important  to con­
s id e r  these words o f  Brubaker ( I 98O):
The p r i n c i p a l  o f  the school sets the tone f o r  the q u a l i t y  
o f  communication th a t  occurs w i t h i n  the school .  Of course,  
he is not  the sole  communicator, but i f  he is candid and an 
open person t h i s  w i l l  encourage openness on the p a r t  o f  
o th e r s .  I f  he is s e c r e t i v e ,  o th e r  members o f  the s t a f f  w i l l  
tend to be th a t  way and act  independently r a t h e r  than as a 
team. (p.  127)
Some p r i n c i p a l s  underest imate the r o l e  they p la y  in t h e i r  
schools.  i t  is v i t a l  tha t  each p r i n c i p a l  r e a l i z e  t h a t  "school admin­
i s t r a t o r s  provide  le ad ersh ip  f o r  our n a t i o n ' s  most e s s e n t i a l  industry  
. . . educat ion"  (Cunningham, 1982, p. 7 ) .  P r i n c i p a l s  ought to open
the channels o f  communication not  only  to t h e i r  teachers but to the
students and t h e i r  paren ts .  To expand the p o i n t ,  Campbell ,  C o rb a l l y ,  
and Nystrand ( 1983) wrote:
No o th e r  person can do as much as school p r i n c i p a l s  
to e s t a b l i s h  the q u a l i t y  of  the school regimen. By the  
very na ture  o f  the job they have r e s p o n s i b i l i t y  f o r  the  
school .  To e xe r c i s e  t h a t  r e s p o n s i b i l i t y  they must be in 
communication w i t h  f a c u l t y ,  wi th  studen ts ,  w i t h  pa r en ts ,  
and w i t h  o th e r  a d u l ts  in the community. They need help  
from a l l  o f  these groups, but  i t  is p r i n c i p a l s  who must 
g iv e  the le ad ersh ip  necessary to help them coa lesce  
around some working p r i n c i p l e s .  (p.  69 )
Teachers,  as wel l  as o th er  p r o fe s s i o n a l s ,  need to have ade­
quate working c o n d i t io n s .  Providing a cceptab le  working cond i t io ns  
is a r e s p o n s i b i l i t y  o f  the school p r i n c i p a l .
I t  has long been recognized tha t  the re  is a h igh c o r r e l a ­
t io n  between good working con d i t io n s  and a h igh leve l  of  
performance by workers.  S a t i s f a c t o r y  and s t i m u l a t i n g  
working c o n d i t io n s  a re  important in a l l  l i n e s  o f  endeavor,  
but  because o f  h ig h ly  s p e c i a l i z e d  s k i l l s  o f  p ro fe ss io n a l  
workers ,  perhaps they in f lu ence  performance more in the  
pro fe s s io n s .  ( S t i n n e t h ,  1968, p. 226)
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Supervis ion and M o t iv a t io n
The r o le  o f  an i n s t r u c t i o n a l  superv isor  is played by the  
school p r i n c i p a l ,  lo c a l  conference school super in tendent  (educat ion  
d i r e c t o r  f o r  the c o n fe r e n c e ) ,  a n d /o r  the union conference educat ional  
d i r e c t o r .  A l l  these people from t ime to t ime can come to the c l a s s ­
room and v i s i t  the tea ch e rs .  T h e i r  r o l e  as i n s t r u c t i o n a l  leaders  
(superv is ors )  can enhance o r  h in der  the t e a c h i n g / l e a r n i n g  process,  
depending on t h e i r  a t t i t u d e s  toward the tea cher .  The way they r e l a t e  
to the teacher  and how they p er ce iv e  themselves and t h e i r  ro les  
determines to a g r e a t  e x t e n t  t h e i r  success in m o t iv a t in g  t h e i r  
tea ch ers .  Some sup erv isors  see themselves as inspec to rs ,  who have 
come to "check" to see th a t  e ve ry th in g  is being done according to the  
"stan dards"  and to make sure t h a t  the teachers a re  "doing t h e i r  j o b ! "  
Some oth ers  per ce iv e  themselves as h e l p e r s .  They a r e  t h e re  to help  
and f a c i l i t a t e  the tea ch er  in the area o f  i n s t r u c t i o n .  I f  need be,  
they demonstrate to the tea ch er  how to u t i l i z e  d i f f e r e n t  s t r a t e g i e s  
in t h e i r  teach ing .
Supervisors face  a c o n f l i c t  by being caught between two 
r o l e s — e v a l u a t o r  and f a c i l i t a t o r .  Supervisors o f t e n
ask,  "How can I help  teachers grow as persons and as
classroom i n s t r u c t o r s  when they know t h a t ,  e v e n t u a l l y ,
I must make a w r i t t e n  e v a l u a t i o n  o f  t h e i r  e f f e c t i v e n e s s ? "
So g r e a t  is the c o n f l i c t  t h a t  some educators have argued 
f o r  a separa t io n  in r o l e s .  Thus, some supervisors  would 
e va lu a te  te a ch e rs '  performance in a manner s i m i l a r  to the  
t r a d i t i o n a l  " i n s p e c t o r "  r o l e .  Other supervisors would 
devote themselves to promoting tea ch ers '  development.
(Acheson s G a l l ,  1980, p. 15)
Supervisors need to  know how to deal w i t h  each teacher  as an
i n d i v i d u a l ,  according to  h i s / h e r  needs and unique p e r s o n a l i t y .  One
method o f  s uperv is io n  used f o r  every teacher  is not  e f f e c t i v e  and
does not leave room f o r  in d iv id u a l  d i f f e r e n c e s .  Ma 1er (1973)
exp la ined  t h i s  concept:
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Supervisors must le a rn  to  r e a c t  to d i f f e r e n c e s  in the  
way co m p e t i t i o n ,  haza rds,  t h r e a t s  o f  d i s c i p l i n e ,  and 
pressure a f f e c t  d i f f e r e n t  i n d i v i d u a l s .  The same 
methods th a t  m o t iv a te  some people may f r u s t r a t e  o th e r s .
(p.  335)
To conclude t h i s  important  issue o f  s up e rv is io n ,  M i l es  (1965)  summar­
ized the assumptions o f  the “human resources views" as:
1. Teachers d e s i r e  to c o n t r i b u t e  e f f e c t i v e l y  and 
c r e a t i v e l y  to  the accomplishments o f  wort hw hi le  o b j e c t i v e s .
2. The m a j o r i t y  of  teachers a re  capable  o f  e x e r c i s in g  
more i n i t i a t i v e ,  r e s p o n s i b i l i t y ,  and c r e a t i v i t y  than t h e i r  
present  jobs or c i rcumstances a l l o w .
3. Supervisors should work to help teachers c o n t r i b u t e  
t h e i r  f u l l  range o f  t a l e n t s  to  the accomplishment o f  school 
goa1s.
4. Supervisors should encourage teachers to p a r t i c i ­
pate  in important as we l l  as r o u t i n e  d ec is io n s .  Indeed 
the more important  the  dec is io n  the g r e a t e r  should be 
the s u p e r v i s o r ' s  e f f o r t s  to  tap f a c u l t y  resources.
5. The q u a l i t y  o f  dec is io n s  made w i l l  improve as 
supervisors and teachers make f u l l  use o f  the range o f  
i n s i g h t ,  exp er ie n c e ,  and c r e a t i v e  a b i l i t y  th a t  e x i s t s  in 
the i r school .
6. Teachers w i l l  e x e r c i s e  responsible  s e l f - d i r e c t i o n  
and s e l f - c o n t r o l  in the accomplishment o f  wort hw h i le  o b je c ­
t i v e s  t h a t  they understand and have helped c r e a t e .  (p .  153)
A convergence o f  research from a v a r i e t y  o f  f i e l d s  
lends support  to the r e l a t i o n s h i p  between enhanced 
teacher  ro le s  and performance increases o f  teachers and 
stu dents.  ( S e r g i o v a n n i , 1982, p. 110)
One purpose o f  l e a d e r s h ip  and sup erv is ion  is to increase
teachers '  morale ,  however,  o th e r  f a c to r s  c o n t r i b u t e  to low tea ch er
morale .  S t in n e th  ( 1 9 6 8 ) ,  who summarized the f in d in gs  o f  d i f f e r e n t
s tu d ie s ,  o f f e r e d  the f o l lo w in g  common causes o f  poor t ea ch er  morale:
The most common causes o f  poor teacher  morale ,  re vea led  
by several  s tu d ie s ,  are  inadequate s a l a r i e s ,  l a rg e  
c la s s e s ,  poor a d m i n i s t r a t i o n ,  lack o f  a f r e e  per iod  
dur ing the day, u n s a t i s f a c t o r y  p la n t  and b u i l d i n g s ,  and 
la ck  o f  equipment and m a t e r i a l s .  Related f a c to r s  a re  
la ck  o f  democratic a d m i n i s t r a t i v e  procedures, lack  of
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shar ing in p o l i c y  making, lack  o f  coopera t ion  of  
school boards and the  p u b l i c ,  lack  o f  soc ia l  and 
r e c r e a t i o n a l  f a c i l i t i e s ,  and inadequate pro v is io ns  
f o r  teacher  ten ure  (p .  227)
These problems a r e  a p p l i c a b l e  to C h r i s t i a n  teachers  as we l l  
as to p u b l ic  school te a ch e rs .  As mentioned e a r l i e r ,  C h r i s t i a n  
teachers  a re  humans and a re  desirous o f  humane t r e a tm e n t .  They,  too,  
need to have adequate s a l a r i e s  and good working c o n d i t i o n s .  Rushdoony 
( 1981 ) ,  a C h r i s t i a n  a u th o r ,  s ta te d :
Sound m o t iv a t io n  is a ls o  important  f o r  teachers .
S c r i p t u r e  says t h a t  the l a b o r e r  is worthy of  h is  h i r e ,
i . e . ,  should be w e l l  paid (Luke 10 :7;  I Tim 5 : 1 8 ) .
Newly e s t a b l i s h e d  schools ,  and small  schools ,  cannot  
always meet t h i s  requirement as w e l l  as they should,  
but i t  must be remembered t h a t  we cannot  ask the  
teachers  to s u b s id i z e  the s c h o o l - c h i l d r e n 's  parents  
by keeping t u i t i o n  low, and t h e r e f o r e  s a l a r i e s  low.
T h is  is a s i n ,  and i t  is not b lessed o f  the Lord.  (p .  147)
The t e a ch e r 's  jo b  is b a s i c a l l y  act ual  teaching in the  c l a s s ­
room, but  in a d d i t i o n  teachers c a r r y  heavy burdens such as d i s c i p l i n e  
and o t h e r  a d m i n i s t r a t i v e  r e s p o n s i b i l i t i e s .  This  s i t u a t i o n  is espe­
c i a l l y  t ru e  in Seventh-day A d v e n t is t  boarding schools.  Teachers have 
e x t r a - c u r r i c u l u r  a c t i v i t i e s  which consume t ime and e f f o r t .  As a 
r e s u l t ,  i n s t r u c t i o n  s u f f e r s .  In "A Nat ion a t  Risk"  ( 1983 ) the  com­
mission determined ways to  a l l o w  teachers to  teach and spend more 
t ime on t h e i r  main c h a l l e n g e - - t e a c h i n g  the s tudents.  The commission 
recommended the f o l l o w i n g :
The burden on teachers f o r  m a in ta in in g  d i s c i p l i n e  
should be reduced through the development o f  f i r m  and 
f a i r  codes o f  s tu dent  conduct t h a t  a re  enforced c o n s is ­
t e n t l y .  . . . A d m i n i s t r a t i v e  burdens on the teacher  and 
r e l a t e d  i n t r u s io n s  in to  the school day should be reduced 
to  add t ime f o r  teaching  and l e a r n i n g .  . . . S a l a r i e s  f o r  
the  teaching p ro fe ss io n  should be increased and should be 
p r o f e s s i o n a l l y  c o m p e t i t i v e ,  m a r k e t - s e n s i t i v e ,  and 
performance-based.  S a l a r y ,  promot ion,  tenure ,  and r e t e n ­
t i o n  dec is ions  should be t i e d  to an e f f e c t i v e  e v a l u a t i o n  
system. (pp. 29- 3O)
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Teachers need to have good working cond i t io ns  and a p p r o p r i ­
a t e  atmosphere f o r  teach in g .  In a recent  study about " e f f e c t i v e  and 
l e s s - e f f e c t i v e  p r i n c i p a l s , "  Ruth erfo rd  ( I 985 ) concluded:
E f f e c t i v e  p r i n c i p a l s  a l l o c a t e  funding and m a t e r i a l s  in 
ways th a t  maximize teaching e f f e c t i v e n e s s  and thus s tu ­
dent  achievement .  In a d d i t i o n ,  they s e l e c t i v e l y  and 
s y s t e m a t i c a l l y  apply  such o th e r  support  mecham<sms as 
advantageous schedu l ing,  c a r e fu l  assignment o f  teachers ,  
and the dispensing o f  re co g n i t io n  to ach ieve  these ends.
To them, good school environment  is  one th a t  enhances 
s tudents '  le a rn ing  and development , (p.  32)
Gibson (1982, p. 682) b e l i e v e s  the teachers and the students
a r e  c e n t r a l  to the educat ional  program and everyone and every th in g
e l s e  should be s up port iv e .  The c l i m a t e  where teachers work has i t s
e f f e c t  on t h e i r  s a t i s f a c t i o n  and p r o d u c t i v i t y .  K e l ly  (1981)  wro te:
To a u d i t  school c l i m a t e  r e q u i res  sound planning th a t  
is comprehensive in scope and includes subplans th a t  
speak to the purposes o f  school environments f o r  major  
audiences and the c l i m a t e  dimensions o f  human s a t i s ­
f a c t i o n  and the human p r o d u c t i v i t y ,  (p.  I 83 )
Peters  and Aust in  ( I 985 ) in app ly ing  the framework and f in d in g s  of  
"A Passion f o r  Exce l lence" to the school s e t t i n g  found th a t  ou ts ta n d ­
ing schools have c l e a r  and s imple  ph i losophies  which c r e a t e  "a sense 
o f  community" in the school .
High schools (even the good ones) are  o f t en  marked by a 
lack o f  physical  and emotional s e c u r i t y  on the p a r t  o f  
teachers a t  l e a s t  as much as stu dents;  a l l  s ix  o f  
L i g h t f o o t ' s  school leaders  focused f i r s t  on ach ieving  
a sense o f  s e c u r i t y .  None took d i s c i p l i n a r y  i n f r a c ­
t io n s  l i g h t l y ,  and the toughness was respected by a l l  
concerned, (p.  397)
Low s a l a r i e s ,  inadequate working c o n d i t io n s ,  and poor l e a d e r ­
ship have been the main causes o f  tea ch e rs '  job d i s s a t i s f a c t i o n  and 
t u r n o v e r .  Ad ler  (1982) summed up the main causes o f  d i s s a t i s f a c t i o n  
in these words:
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
6 5
Bad working con d i t io n s  a r e  not  the  on ly  reason why we 
do not  have enough ab le  teachers ,  o r  why good ones a re  
prevented from performing as they should.  R ec ru i t in g  
f o r  the pro fession  is hampered by the average ra te  o f  
pay, which is o f t e n  less than t h a t  in o th e r  less taxing  
l i n e s  o f  work. Not only  do we pay our  teachers too 
l i t t l e  f o r  work they a re  expected to do, we a ls o  f a i l  
in t h i s  country  to  g ive them the respect  t h a t  the worth 
o f  t h e i r  s erv ic e  to the community deserves.  Teachers  
in the Uni ted Sta tes  do not  enjoy the soc ia l  s tatus  
th a t  the importance o f  t h e i r  p o s i t i o n  m e r i t s .  (p. 57-58)
Teacher Burnout
Stress and burnout a r e  symptoms o f  the e i g h t i e s .  These a re  
hazards in many p ro fe ss io n s ,  but teachers more than any o th e r  pro­
f e s s io n a ls  a re  v ic t im s  o f  s t ress  and burnout .  Teachers are  leav ing  
t h e i r  pro fession  a t  an a c c e le r a te d  pace,  according to McGuire,  
Pres iden t  o f  the Nat ional  Education A ss o c ia t io n ,  in 1979:
A major new malady has a f f l i c t e d  the teaching profession  
and threa tens  to reach epidemic p ro port ions  i f  i t  i s n ' t  
checked soon. . . .  I t  is teacher  b u r n o u t - -a  c on d i t io n  
th a t  r e s u l t s  from s t r e s s ,  ten s io n ,  and a n x i e t y  in i t s  
v i c t i m s .  I t  is caused by many horrendous problems tha t  
plague teachers and th a t  they re c e iv e  l i t t l e  help in 
dea l in g  wi th .  (p .  5)
In a recent  p o l l  ( i n  the same study by NEA), o n e - t h i r d  o f  
the teachers contacted said they would not  go back to teaching i f  
they had the chance to  s t a r t  ove r .  Only 60 percent  of those p o l l e d  
said they plan to teach u n t i l  r e t i r e m e n t .  Another i n d i c a t o r  of  
teacher  dropout is t h a t  the number o f  teachers w i t h  twenty years or  
more exper ience has decreased by h a l f  in the l a s t  f i f t e e n  y ea rs .
I t  seems t h a t  younger teachers a r e  leav in g  w i t h i n  the f i r s t  
f i v e  years o f  teaching ( i n  most cases because they s t i l l  have a 
chance to be r e t r a i n e d  in ano ther  f i e l d )  and o l d e r  teachers a re  
r e t i r i n g  e a r l i e r  (Kyriacon & S u t c l i f f e ,  1978, pp. 159 -167 )•  Other  
s tu d ie s ,  however, do not  show tha t  the cause is so ser ious and not
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a l l  the teachers see themselves " t h a t  s t r e s s e d . "  In a recent  
study done by F e i t l e r  and Tokar (1982)  the  quest ion was asked,
"How s t r e s s f u l  is i t  to  be a teacher?" (p .  4 5 7 ) .  The researchers  
said :  "The r e s u l t s  o f  our survey o f  p u b l ic  school teachers were
s u r p r i s i n g .  in g e n e r a l ,  teachers perce ived  t h e i r  jobs to be less  
s t r e s s f u l  than we a n t i c i p a t e d "  (p .  4 5 7 ) .  The sample was 3 .3 00  K-12  
pub 1 ic -school  tea chers ;  only  16 percent  responded t h a t  t h e i r  " job  
environments"  were e i t h e r  "very  s t r e s s f u l "  o r  "ex tremely  s t r e s s f u l . "
A m a j o r i t y  o f  te a ch e rs ,  76 pe r ce nt ,  ra ted  t h e i r  jobs as being e i t h e r  
"moderate ly  s t r e s s f u l "  or  " m i l d l y  s t r e s s f u l , "  w h i l e  7 percent  i n d i ­
cated t h e i r  jobs were "not  a t  a l l  s t r e s s f u l . "  "These r e s u l t s  con­
t r a d i c t  the impression generated by the mass media' t h a t  teachers a re  
overwhelmed by s tress  on t h e i r  jobs"  (p .  4 5 6 ) .
Causes f o r  t ea ch ers '  s t ress  and b u rnout . In 1982, f o r  the 
f i r s t  t ime, s ince i t  s ta r te d  in 1970, the Gallup Pol l  o f  the P u b l i c ' s  
A t t i t u d e s  toward the Pub l ic  Schools,  included a sec t io n  on teacher  
burnout .  The p o l l  presented n ine  reasons, end respondents were asked 
to s e l e c t  th r ee  reasons f o r  s t re ss  and burnout in o rd er  o f  importance.  
The hig hes t  was " d i s c i p l i n e  problems in the schools";  the next  h ig hes t  
was "low teacher  s a l a r i e s . "  The t h i r d  reason was " un m o t iv a ted /u n in ­
te res ted  ( i n  school)  s tudents"  (p.  4 6 ) .  I t  is worth knowing tha t  
"teachers appear to perceive t h e i r  jobs as more s t r e s s f u l  than o th e r  
comparable p r o fe s s io n a ls "  ( L i t t  £ Turk,  1965, p. 178) .
Whatever the case may be, a lmost  a l l  teachers a re  under a
c e r t a i n  degree o f  s t r e s s .  The p r i n c i p a l s  and o th e r  edu cat ional  
leaders  can help teachers to reduce t h e i r  le ve l  o f  s t r e s s .  Teachers  
can be p ro d u c t iv e  i f  they have good working c o n d i t i o n s .  "The
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e f f e c t i v e n e s s  o f  even the bes t  t r a i n e d  teachers w i l l  depend on the  
r o l e  p layed by the p r i n c i p a l " ( A d le r ,  1982,  p.  6 1 ) ,  I t  cannot be 
overemphasized, t h a t  the p r i n c i p a l  can reduce the s tr e ss  le ve l  o f  
h is  teachers by pro v id in g  good working c o n d i t i o n s ,  and p ro v id ing  a 
good academic c l i m a t e .  The academic c l i m a t e  o f  the school can be 
improved by the k ind o f  job the p r i n c i p a l  does ( W e l l e r ,  1984, p.  6 8 ) .
Seventh-day A d ve n t is t  teachers a re  no e xc ep t io n .  They a re  
s ub je c t  to  s tr e ss  and burnout  as a r e  t h e i r  c ou n te rp a r ts  in the p u b l ic  
schools.  Is the re  any way out  o f  t h i s  seemingly hopeless problem?
The problem of  t ea ch er  burnout  and job d i s s a t i s f a c t i o n  is
so complex t h a t  i t  is d i f f i c u l t  to  reach a s imple  s o l u t i o n .  Wangberg
(1984)  summed up the issue in these words:
In summary, we can see th a t  t ea ch er  s tre ss  and job d i s ­
s a t i s f a c t i o n  a r e  not  s imple .  . . . Educators,  l i k e  many 
o t h e r  working a d u l t s ,  need to implement personal s t ress  
management s t r a t e g i e s .  However, i t  a lso  seems c e r t a i n  
t h a t  in creas ing  teacher  s tr e ss  and job d i s s a t i s f a c t i o n  
in combination w i t h  r i v a l  c a re e r  op t ions  r e q u i r e  t h a t  
s o c i e t a l  and i n s t i t u t i o n a l  changes be made to a t t r a c t  
and r e t a i n  capab le ,  mot ivated educators .  Such changes 
should in c lu de  the development o f  programs and p o l i c i e s  
which w i l l  lead to g r e a t e r  p u b l ic  respect  f o r  teachers  
and w i l l  improve working c o n d i t io n s  and work rewards in 
o r d e r  to make teaching a more a t t r a c t i v e  and s a t i s f y i n g  
c a r e e r  o p t i o n .  (pp. 11-15)
Summary o f  the Review of  L i t e r a t u r e
To summarize t h i s  cha p te r ,  i t  should be noted th a t  the f o l l o w ­
ing areas were covered in the review o f  l i t e r a t u r e :
1. Philosophy o f  C h r i s t i a n  edu cat io n ,  p a r t i c u l a r l y  the  
A d v e n t is t  phi losophy o f  education
2.  Management and a d m i n i s t r a t i o n  o f  school systems
3 .  M o t iv a t io n a l  theor ies
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4.  Do C h r i s t i a n  teachers need mot ivat ion?
5. Leadership de f ined
6 .  Teacher burnout
i t  should be noted tha t  teachers a re  the main success f a c t o r
in any school system— p r i v a t e  o r  p u b l i c .  I t  is t ru e  t h a t  the f a c i l i ­
t i e s  a re  a v i t a l  aspect  o f  any educat ional  program. Money too plays  
a s i g n i f i c a n t  r o l e .  But b u i ld in g s  and money w i t h o u t  teachers can 
accompl ish very  l i t t l e  teaching or  l e a r n i n g .  i t  i s ,  t h e r e f o r e ,  
impera t iv e  t h a t  good teachers be h i re d  and re ta in ed  to accompl ish  
the task c f  teaching so tha t  maximum le a rn i n g  can take p la c e .  This  
may be done by m o t iva t in g  teachers to do t h e i r  task w e l l .
L i t e r a t u r e  review provided in form at ion  on m o t iv a t io n a l  t h e o r ­
ies which taken in to  c on s id e r a t io n  should help a l l  who a re  involved  
in educat ional  sup erv is ion  to mot iv a te  A d ve n t is t  teachers and c h a l ­
lenge them toward maximum p r o d u c t i v i t y  in the f i e l d  o f  educat io n .
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
CHAPTER I I I 
METHODOLOGY
This study is best  descr ibed as a d e s c r i p t i v e  and ex post  fac to  
research.  This  chapte r  includes a d e s c r ip t i o n  o f  the p o p u la t io n ,  
the instrument  used f o r  c o l l e c t i o n  o f  dat a ,  the s t a t i s t i c a l  a n a ly s is  
used, and the i n t e r p r e t a t i o n  o f  the f i n d i n g s .
D e s cr ip t io n  o f  the Populat ion and the Instrument
The populat ion  f o r  t h i s  study included the f u l l - t i m e  secon­
dary teachers employed in  the Lake Union Conference o f  Seventh-day  
A d v e n t is t s ,  f o r  the 1984-1985 academic year .  Any teacher  who was 
employed 50 percent  or more o f  the t ime was considered f o r  t h i s  study 
G e o g r ap h ic a l l y ,  the Lake Union Conference includes four  s ta te s :  
Michigan,  Ind iana,  I l l i n o i s ,  and Wisconsin.  These four  s ta te s  have 
ten secondary schools o r  academies.  The teachers from these ten  
schools were used as the populat ion  f o r  t h i s  study.
Sect ion I o f  the instrument  conta ins demographic data such as 
per so nal ,  e d u c a t i o n a l ,  teaching e xper ie nce ,  c r e d e n t i a l s ,  and e n v i r o n ­
mental in fo rm at io n .  Sect ion I I  o f  the instrument  con ta ins  twenty- two  
i tems.  Respondents were asked to i n d i c a t e  t h e i r  leve l  o f  s a t i s ­
f a c t i o n  or  d i s s a t i s f a c t i o n  on a sca le  of  1 -5 ,  where 1 represented a 
h i g h l y  d i s s a t i s f i e d  respondent ,  and 5 represented a s a t i s f i e d  respon­
dent .  Items 1 -10 ,  12, 13, and 15-19 a re  found in the o r i g i n a l  study  
of  Herzberg (1959)  and v a l i d a t e d  by Hansen and Sta nley  (1969,
69
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pp. 67 - 70 ) .  I terns 20 and 21 were v a l i d a t e d  by Stembridge ( 1983 , 
p. 7 9 ) .  Items 11, 14 , and 22 were v a l i d a t e d  in t h i s  study by the
researcher  and a team o f  f i v e  doct ora l  s tudents in the area of  Edu­
c a t i o n a l  A d m in is t ra t io n  and Superv is io n ,  School o f  Education,
Andrews U n i v e r s i t y .  The same team checked f o r  the accuracy o f  the  
placement o f  the c r i t i c a l  inc id en ts  o f  sec t ion  l i i  in the c a teg o r ie s  
def  i ned i n sect ion I .
The items Def ined
As mentioned above, the seventeen i tems,  1 -10 ,  12, 13, and 
15- 19 , were de f ined  by Hansen and Stanley (1969)  as fo l lo w s :
Rec o g n i t io n . The major c r i t e r i o n  f o r  t h i s  category  
was some a c t  o f  re co g n i t io n  to  the respondent .  The 
re co g n i t io n  could come from many d i f f e r e n t  sources— an 
a d m i n i s t r a t o r ,  a p u p i l ,  a f e l l o w  te acher ,  a p a r en t ,  or
the general  p u b l i c .  Some a c t  o f  n o t i c e ,  p r a i s e ,  or
blame was involved.  In tne subcat eg or ies ,  p o s i t i v e  
r e c o g n i t io n  was d i f f e r e n t i a t e d  from acts  o f  c r i t i c i s m ,  
or  n eg a t i ve  re c o g n i t io n .
i t  was necessary to d i s t i n g u i s h  between the c a t e ­
g o r ie s  o f  in te rp ers ona l  r e l a t i o n s  and r e c o g n i t i o n ,  on 
the a c t  o f  r e c o g n i t io n ,  o r  on the c h a r a c t e r i s t i c s  o f  
i n t e r a c t  i on .
Achievement . The d e f i n i t i o n  of  achievement  a ls o  
included i ts  oppos i t e ,  f a i l u r e ,  and the absence o f  
achievement .  S to r ie s  invo lv in g  some s p e c i f i c a l l y  men­
t ioned  success were put into  t h i s  category and these  
included successful  complet ion o f  a j o b ,  s o lu t io n s  to 
problems, and seeing r e s u l t s  o f  one's  work.
P o s s i b i l i t y  o f  growth. This  included in c id en ts  in 
which the respondent descr ibed changes in h is  s i t u a t i o n  
i n vo lv in g  o b j e c t i v e  evidence th a t  the p o s s i b i l i t i e s  f o r  
his  growth were now increased or decreased. An example 
o f  t h i s  is a change o f  s ta tu s  t h a t  o f f i c i a l l y  included a 
l i k e l i h o o d  th a t  the respondent would be a b l e  to r i s e  in 
his  p r o fe s s io n ,  or  the converse. Also coded in t h i s  c a t e ­
gory were s t o r i e s  in which a new element  in the s i t u a t i o n  
made i t  poss ib le  f o r  the respondent to le arn  new s k i l l s  or  
to  a cq u ir e  a new pro fe ss io na l  o u t l oo k .
Advancement. This  category  was used on ly  when there
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was an ac tua l  change in the s ta tu s  or  p o s i t i o n  of  the person 
in the school system. In s i t u a t i o n s  in vo lv in g  no change in 
sta tu s  but  w i t h  increased o p p o r t u n i t i e s  f o r  responsible  work,  
the change was considered an increased r e s p o n s i b i l i t y  (a d i f ­
f e r e n t  c a t e g o r y ) ,  but not f o r m a l l y  an advancement.
S a l a r y . A l l  sequences o f  events  in which compensa­
t io n  plays a r o l e  a re  included in t h i s  category .
In te rp e rso n a l  r e l a t i o n s . Although in te rpersona l  
r e l a t i o n s  a re  found in moot i n c i d e n t s ,  coding o f  t h i s  
category  was r e s t r i c t e d  to  those s tu d ie s  in which there  
was some ac tu a l  v e r b a l i z a t i o n  about  the c h a r a c t e r i s t i c s  
o f  the i n t e r a c t i o n  between the respondent  and some o th e r  
i n d i v i d u a l .  Three major c a t e g o r ie s  were set  up:
In te rp e rso n a l  R e l a t i o n s - - P r i n c i p a l  o r  o th e r  supervisor
In te rp ers ona l  R e l a t i o n s — Pu pi l s
In te rp e rso n a l  R e l a t i o n s — Peers ( f e l l o w  tea chers ,  paren ts ,  
and o th e r  a d u l ts )
Wi th in  each o f  these c a t e g o r ie s  a s e r i e s  o f  subcategor ies  
des cr ibes  var io us  k inds o f  s i t u a t i o n s  invo lv in g  i n t e r a c t i o n  
o f  both a p o s i t i v e  and n eg a t i ve  n a t u r e .
S u p e r v i s i o n - t e c h n i c a 1. The competence or incompetence,  
f a i r n e s s  or  u n fa i r n ess  o f  the s uperv is io n  rece ived  were 
inc luded in t h i s  c a tegory .  Statements about  supervis ion  
were coded w i t h  respect  to  the p r i n c i p a l ' s  (or  a s s i s t a n t  
p r i n c i p a l ' s )  w i l l i n g n e s s  o r  u n w i l l in g n e ss  to del ega te  
r e s p o n s i b i l i t y ,  h is  c o n s i s t e n t l y  c r i t i c a l  a t t i t u d e ,  or  
the help and encouragement he provided .
Respons ib i1 i t y . Factors  r e l a t i n g  to  r e s p o n s i b i l i t y  and 
a u t h o r i t y  a re  covered in t h i s  c a te g o r y .  This  included i n c i ­
dents in which the respondent d e r iv e d  s a t i s f a c t i o n  from 
being given r e s p o n s i b i l i t y  f o r  h is  own work o r  the work o f  
o th e r s ;  o r  from being given new r e s p o n s i b i l i t y .  Also  
included a re  s t o r i e s  in which t h e r e  was a loss o f  s a t i s f a c ­
t i o n  o r  a n e g a t i v e  a t t i t u d e  towards the jo b  stemming from 
a la ck  o f  r e s p o n s i b i l i t y .  When, however,  the s to ry  con­
cerned the wide gap between a per son 's  a u t h o r i t y  and the  
a u t h o r i t y  he needed to c a r r y  out  h is  job r e s p o n s i b i l i t i e s ,  
the f a c t o r  i d e n t i f i e d  was " D i s t r i c t / S c h o o l  Po l i cy  and Admini­
s t r a t i o n , "  because such a d iscrepancy was considered e v i ­
dence o f  poor management.
D i s t r i c t / s c h o o l  p o l i c y  and a d m i n i s t r a t i o n . This  c a t e -  
gory descr ibed  those components o f  an in c id en t  in which 
some o v e r a l l  aspect  o f  the school d i s t r i c t  or  the school 
was a f a c t o r .  Two k inds o f  o v e r a l l  D i s t r i c t / S c h o o l  Po l i c y  
and A d m in is t r a t io n  c h a r a c t e r i s t i c s  were i d e n t i f i e d .  One 
involved the adequacy o r  inadequacy o f  d i s t r i c t / s c h o o l  
o r g a n i z a t i o n  and management; the second concerned not  
inadequacy but  the harmfulness o r  b e n e f i c i a l  e f f e c t s  o f  the  
d i s t r i c t ' s  o r  school 's  p r a c t i c e s .  These a re  p r i m a r i l y  
personnel p r a c t i c e s .
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Working c o n d i t i o n s . Coded in t h i s  category  are  
i n c id e n ts  in which the physical  c o n d i t io n s  o f  work, the  
amount o f  work, o r  the f a c i l i t i e s  a v a i l a b l e  f o r  doing 
the work,  were mentioned. Adequacy o r  inadequacy of  
space, v e n t i l a t i o n ,  l i g h t i n g ,  s u p p l i e s ,  and equipment,  
and spe c ia l  help f o r  c h i l d r e n ,  a r e  included h er e .
Work i t s e l f . Work i t s e l f  was used when the respon­
dent  mentioned the  actual  doing o f  the  job or the tasks  
i t s e l f  as a source o f  good o r  bad f e e l i n g s .  Considered  
here were jobs descr ibed as r o u t i n e  o r  v a r i e d ,  c r e a t i v e  
o r  s t u l t i f y i n g ,  o v e r l y  easy o r  o v e r l y  d i f f i c u l t .  The 
d u t i e s  o f  a p o s i t io n  can inc lude an o p p o r tu n i t y  to do a 
whole j o b ,  or  the teacher  may f e e l  lack o f  an o p p o r tu n i ty  
to c a r r y  through an e n t i r e  o p e r a t i o n .
Factors in personal  l i f e . This  category  included  
s i t u a t i o n s  in which some aspect  o f  the job  a f f e c t e d  p e r ­
sonal l i f e  in such a way t h a t  e f f e c t  was a f a c t o r  in the  
re spondent 's  f e e l i n g s  about  h is  j o b .  Family needs f o r  
s a la r y  and o th e r  f a m i ly  problems stemming from the job  
s i t u a t i o n  were a cc ep tab le .
S t a t u s . Rather  than i n f e r  s ta tu s  c on s id e r a t io n s  from 
o th e r  f a c t o r s ,  such as an advancement in p o s i t i o n ,  s ta tus  
was coded only  when the respondent a c t u a l l y  mentioned some 
sign o r  appurtenance o f  s ta tu s  as being the f a c t o r  in h is  
f e e l i n g s  about h i s  j o b .  Thus the anecdote o f  a teacher  
who was chosen to  do a demonstrat ion lesson and who f e l t  
new respect  from her peers because o f  t h i s  was coded under  
t h i s  ca teg o ry .
Job s e c u r i t y . O b je c t iv e  signs o f  presence or  absence  
o f  job s e c u r i t y ,  in c lud ing  ten ure ,  were the c r i t e r i o n  f o r  
t h i s  c a tegory .
D i s c i p l i n e . This category  was added to meet the spe­
c i a l  demands o f  the educat ional  m i l i e u .  General p o s i t i v e  
o r  general n eg a t ive  statements regard ing the d i s c i p l i n i n g  
o f  p u p i l s  a re  inc luded .  Q u i te  o f t e n  a t e a c h e r ' s  job  
a t t i t u d e  is in f lu en ced  by the e f f e c t i v e n e s s  o f  the i n e f f e c ­
t iv e n es s  o f  the school a d m i n i s t r a t o r  in handl ing  the d i s c i ­
p l i n e  problems o f  the school ,  so p r o v i s io n  is made here f o r  
t h i s  type o f  cod ing ,  (pp. 66- 69 )
Items 20 and 21 were v a l i d a t e d  by Stembridge (1983,  p. 79) 
as f o l lo w s :
Commitment to  s e r v i c e . S i t u a t i o n s  i n v o l v in g  p o s i t i v e  
or  n e g a t i v e  aspects  th a t  the respondent encountered in h is  
or  her  a t tempt  t o  serve God, the church, or  the  c o l l e g e  
(school )  as an instrument  o f  the church.
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E x t r a - c u r r i c u l a r  a c t i v i t i e s . A c t i v i t i e s  r e l a t e d  to 
the c o l l e g e  (school)  but ou ts ide  the classroom or  l a b o r a ­
to ry  in which the respondents are  or  would l i k e  to be 
in volved.
Items 11, 14, and 22 were coded as:
E f fe c t i v e n e s s  o f  the system ( u n i o n / l o c a l  conference,  p o l i c i e s , 
and educat ional  l e a d e r s h i p . Since the A d ve n t is t  system of  educat ion  
d i f f e r s  from the pub l i c  system, i t  was f e l t  by the re searcher  and 
his  d i s s e r t a t i o n  committee that  the p o l i c i e s  o f  the local  union or  
conference could a f f e c t  the mot iv a t io n  o f  i t s  teachers.
A v a i l a b i l i t y  o f  re sources . In Hansen and S t a n l e y 's  (1969)  
and Stembridge's  (1983) s tu d ie s ,  the items, the adequacy of  working 
cond i t io ns  and supp l ies and equipment,  were t r e a t e d  as one i tem.  
Because teachers can have good working c on d i t io n s  y e t  lack  s upp l i es ,  
i t  was deemed important to  s p l i t  t h i s  item in to  two.
P a r t i c i p a t i o n  in school decis ion  making. Teachers express­
ing t h e i r  s a t i s f a c t i o n  or  d i s s a t i s f a c t i o n  as a r e s u l t  o f  expressing  
t h e i r  po in ts  o f  view in the dec is ions  made by the a d m i n i s t r a t i o n  of  
the school .
Sect ion 111 of  the instrument  has the s u b j e c t i v e  (essay)  
type responses. Respondents were asked, on the f i r s t  page o f  sec­
t io n  I I I ,  to  t h i n k  o f  and w r i t e  down a recent  i n c i d e n t ( s )  th a t  made 
h im /h er  fe e l  e x c e p t i o n a l l y  GOOD about h i s / h e r  Job as a teacher  in 
a Seventh-day Advent is t  secondary school .  On the second page of  
Sect ion I I I  o f  the ins trument ,  respondents were asked to  th i n k  of  
and w r i t e  down a recent  i n c i d e n t ( s )  th a t  made him or  her  fee l  
e x c e p t i o n a l l y  BAD about h i s / h e r  job as a teacher  in a Seventh-day  
A d ve n t is t  secondary school.
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The instrument  was reviewed by W i l f r e d  G. A. Futcher ,  Ph.D . ,  
Professor  o f  Research and S t a t i s t i c a l  Methodology and chairman of  
Educat ional  and Counseling Psychology a t  Andrews U n i v e r s i t y .  The 
suggestions o f  Dr.  Futcher ,  the team o f  f i v e  judges (doctora l  students  
in Educat ional  A d m i n i s t r a t i o n ) ,  and the members o f  the d i s s e r t a t i o n  
committee were incorporated in the instrument .
The Permission to  Conduct This Research
A request was made to ,  and permission gra nted ,  by the "Educa­
t io na l  Management Team" of  the Lake Union Conference O f f i c e  of  Educa­
t ion  (Appendix A) through i t s  chairman. Or. W. E. Minder .  The permit  
was granted on January 22, 1985.
C o l l e c t i o n  of  Data
Once the permit  by the Lake Union Conference was granted and 
the instrument  was prepared and approved by the d i s s e r t a t i o n  commit­
tee,  the c o l l e c t i o n  o f  data s t a r t e d .  A package, prepared by the 
researcher ,  was sent  to each p r i n c i p a l  o f  the ten d i f f e r e n t  academies.  
Some were d e l i v e r e d  d i r e c t l y  to the p r i n c i p a l s  and the r e s t  were sent  
by r e g is te r e d  m a i l .  Each package contained the f o l lo w in g  enclosures:
1. A cover  l e t t e r  from the researcher  to the p r in c ip a l  
expressing thanks and g r a t i t u d e  f o r  h is  w i l l i n g n e s s  to  p a r t i c i p a t e  
in the study and request ing h is  ass is tance  in the c o l l e c t i o n  of  the  
data .  The l e t t e r  (Appendix B) pointed out  steps to  be taken to 
insure a v a l i d  study and, more impor tan t ,  to p r o t e c t  the anonymity  
of  respondents which would help to secure t r u t h f u l  responses.
2. One q u e s t i o n n a i r e  f o r  each teacher  in tha t  p a r t i c u l a r
sch ool .
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3.  One envelope f o r  each teacher  to re tu rn  the q u es t ion ­
n a i r e .
4 .  A la rg e  s e l f - ad d res s ed ,  stamped envel-ope f o r  the p r i n c i ­
pal who was to c o l l e c t  and re tu rn  the completed q u e s t i o n n a i re s  to  the 
rese archer .
Four weeks a f t e r  the packets were sent o u t ,  the researcher  
contacted those p r i n c i p a l s  who had not  returned the "big  envelopes"  
and reminded them to do so. Two weeks l a t e r  a second reminder was 
made by phone to two p r i n c i p a l s  who had not  sent back enough respon­
ses. Those two p r i n c i p a l s  requested a d d i t i o n a l  q u e s t i o n n a i re s  to  
g iv e  to those teachers who had " l o s t  t h e i r  f i r s t  q u e s t i o n a i r e s ."
Two months a f t e r  the packets were f i r s t  sent  o u t , . a l l  the teachers  
who wanted to p a r t i c i p a t e  (100 out  of  the 110) had t h e i r  responses 
returned to the re se archer .
Analysis  of  Data
The 100 returned responses were read and checked f o r  v a l i d i t y .  
Only one out  of  the 100 responses was not adequate ly  completed. The 
c r i t i c a l  in c id en ts  were coded. The 99 responses were entered in to  
the computer and a data f i l e  was b u i l t .
The s t a t i s t i c a l  analyses needed were basic  t a b u l a t i o n s  
( t a l l i e s )  and ra nk-ord er  c o r r e l a t i o n s — used to f i n d  s i g n i f i c a n t  
r e l a t i o n s h i p s  between the s a t i s f i e r s  as perceived by the respon­
dents in t h e i r  answers to the fo r ce d -c h o i ce  s t r u c tu r e d  ques t ions ,  
and the in c id en ts  and the same w i t h  the d i s s a t i s f i e r s .
In ord er  to f in d  how the d i f f e r e n t  sub-groups (s e c t io n  I 
of  the instrument)  responded to  sect ions I I  and I I I ,  the s a t i s f i e r s
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and d i s s a t i s f i e r s .  Ch i -square  a t  le ve l  o f  s i g n i f i c a n c e  o f  = 0 .05  
was used as wel l  as Spearman's rho.
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CHAPTER IV 
PRESENTATION OF DATA AND FINDINGS
Popu la t ion  o f  the Study 
The populat ion o f  t h i s  study consisted o f  a l l  the secondary-  
school teachers teaching in the ten sen ior  academies o f  the Lake 
Union Conference o f  Seventh-day A d ven t is ts  d u r ing the academic year  
1984- 1985 . The number o f  teachers t o t a l l e d  110 and q u e s t i o n n a i re s  
were sent to a l l  110. The a c tu a l  number of  teachers who chose to  
p a r t i c i p a t e  in t h i s  study,  complete the q u e s t i o n n a i r e ,  and re tu rn  
them was 100. One q u e s t i o n n a i r e  was discarded as only  the demogra­
phic data were completed. The response o f  the teachers was very  
encouraging and shows the seriousness o f  the respondents and t h e i r  
i n t e r e s t  in the study.  The rese archer  rece ived  a 90 percent  r e tu r n .
C h a r a c t e r i s t i c s  o f  the Popu lat ion  
Table 5 shows t h a t  s i x t y - n i n e  (69.70%) of  the respondents  
were male,  t h i r t y  (30.30%) female;  e i g h t y - s i x  (88.7%) were m ar r ie d ,  
and t h i r t e e n  (13.13%) s i n g l e .  The l a r g e s t  number o f  teachers (35.35%)  
were between the ages o f  2 6 -3 4 .  The next  h ighes t  number was twenty-  
one teachers who were 50+ years o ld  (21 .21%);  fo l lowed by n in eteen  
( 19 . 19%) teachers 41-49 years o l d ,  and e ig hteen  (18.18%) teachers  
35-40 years o l d .  F i n a l l y ,  the smal l es t  number of  teachers were in 
the 20-25  y e a r - o l d  range, which included f i v e  (5.05%) teachers .  One
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TABLE 5 — C o n t in u e d
Character  i s t i c Frequency 
(N = 99)
Percentage
C r e d e n t i a ls
Do have A d ve n t is t  teaching c e r t i f i c a t e 91 9 1 .9 2
Do not  have A d ve n t is t  teaching
c e r t i f i c a t e 8 8 .0 8
Do have s ta te  teaching c e r t i f i c a t e 69 6 9 .7 0
Do not  have s ta te  teaching
c e r t i  f i c a t e 30 30.30
Envi ronment
Type o f  school:  Boarding school 54 54.55
Day school 40 40 .4 0
Combination 5 5 .0 5
Number o f  students in c lass
1-20 students 36 36.36
21+ students 63 63 .64
Teaching area
Business Education 9 9.09
Languages 18 18.18
Fine Art s 13 13.13
P r a c t i c a l  Arts 11 11.11
Mathematics 13 13.13
Physical  Education 8 8 .0 8
R e l ig  ion 13 13.13
Sc i ence 9 9 .0 9
Soc ia l  Studies 5 5.05
Reasons f o r  accept ing employment a t  an
A d v e n t i s t  school f u l f i l l e d
Not a t  a l l 0 0 .0 0
Very 1 i t t l e 5 5.05
Only p a r t l y 17 17.17
Mostly 56 56.57
Completely 21 21.21
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respondent d id  not in d i c a t e  age or  sex.
I t  was very  i n t e r e s t i n g  to note  t h a t  f i f t y - s i x  (56.57%)  
teachers answered "most ly f u l f i l l e d "  as t h e i r  reason fo r  accept ing  
employment in an A d ve n t is t  school (question l 6 ) , twenty-one (21.21%)  
teachers f e l t  "complete ly  f u l f i l l e d , "  seventeen ( 17 . 17%) "only  p a r t l y  
f u l f i l l e d , "  and f i v e  (5.05%) "ve ry  l i t t l e  f u l f i l l e d " ;  none ind ic a ted  
"not  f u l f i l l e d  a t  a l l . "  T h e r e fo r e ,  i t  is encouraging th a t  seventy-  
seven ( 7 7 . 78%) o f  n i n e t y - n i n e  teachers a re  e i t h e r  mostly or  completely  
f u l f i l l e d .
H ig h ly  S a t i s f y i n g  F a c to r s ,  Based on 
Forced-Choice S t ru c tu re d  Quest ions
The t o t a l  number o f  " h i g h l y  s a t i s f i e d "  responses was 500.  
In te rp e rso n a l  r e l a t i o n s  w i th  the p r i n c i p a l  was h i g h l y  s a t i s f y i n g  
fo r  f o r t y - o n e  ( 4 l . 4 l % )  teachers and t h i s  item ranked number 1.
The rank ord er  number 2 was in te rp e rso n a l  r e l a t i o n s  w i t h  students  
expressed by f o r t y  (40.40%) teachers.  The t h i r d  h ig hes t  item was 
in te rp e rso n a l  r e l a t i o n s  w i t h  peers,  s t a f f ,  and parents  mentioned by 
t h i r t y - s i x  ( 36 . 36%) teachers .  This  suggests t h a t  the teachers con­
s id ered  human r e l a t i o n s  as the most important  or the h ig hes t  three  
sources o f  s a t i s f a c t i o n  f o r  them.
The la s t  th r ee  on the l i s t ,  t h a t  i s ,  the thr ee  sources w i t h  
the le a s t  s a t i s f a c t i o n ,  were: e x t r a - c u r r i c u l a r  a c t i v i t i e s — impor­
t a n t  to  only  s ix  (6.06%) teachers as a source o f  s a t i s f a c t i o n ,  
u n i o n / l o c a l  conference p o l i c i e s — important  s a t i s f i e r s  to e i g h t  
(8 . 08%) tea chers ,  and s a l a r y — a source o f  s a t i s f a c t i o n  to only  n in e  
( 9 . 09%) teachers.  T ab le  6 shows the complete rank o rd er .
On the o th e r  hand. Table  7 reve als  the rank order  of  the  
"h i g h l y  d i s s a t i s f y i n g "  fa c to r s  numbering 94.  The f i r s t  d i s s a t i s f y i n g
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TABLE 6




Highly  S a t i s f i e d  
(N = 500)
Frequency Percentage
1 In te rp ers ona l  r e l a t i o n s  
w i th  p r in c ip a l
41 41.41
2 In te rp ers ona l  r e l a t i o n s  
w i th  students
40 40.40
3 In te rp ers ona l  r e l a t i o n s  
w i th  peers,  p ar en ts ,  s t a f f
36 36.36
4 Status 35 35.35
5 Work i t s e l f 34 34.34
6 Factors in personal l i f e 32, 3 2.32
7 Job s e c u r i t y 30 30.30
8 R e s p o n s i b i l i t y  delegated 26 26.26
9 Profess io nal  growth 22 22.22
11 Advancement in c a re e r 21 21.21
11 Working c on d i t io n s 21 21.21
11 Commitment to s e r v ic e 21 21.21
13.5 School p o l i c i e s  and a d m i n i s t r a t i o n 20 20.20
13.5 A v a i l a b i l i t y  o f  resources,  
suppl ies  and equipment
20 20.20
15.5 Recogn i t i o n 17 17.17
15.5 P a r t i c i p a t i o n  in school 
dec is ion  making
17 17.17
17 D i s c i p l i  ne 16 16.16
18.5 Ach i evement 14 14.14
18.5 Superv is io n ,  t ech n ica l  h e lp ,  and 
encouragement given
14 14.14
20 Sa la ry 9 9 .09
21 U n io n / lo c a l  conference p o l i c i e s  
and system
8 8.08
22 E x t r a - c u r r i c u l u r  a c t i v i t i e s 6 6.06
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f a c t o r  was the u n io n / lo c a l  conference p o l i c i e s  noted by ten (10.10%)  
teach ers.  "Job s e c u r i t y "  was the second " h i g h l y  d i s s a t i s f y i n g "  
f a c t o r  c i t e d  by nine (9 . 09%) teachers;  the t h i r d  was " in te rp er so n a l  
r e l a t i o n s  w i th  p r i n c i p a l "  wi th  e i g h t  (8.08%) teachers responding.  
Thus, the f i v e  l e a s t  d i s s a t i s f y i n g  f a c to r s  were "commitment to s e r ­
v i c e , "  " s t a t u s , "  "work i t s e l f , "  " in te r p e r s o n a l  r e l a t i o n s  w i t h  peers,  
paren ts ,  and s t a f f , " and " in te r p e r s o n a l  r e l a t i o n s  wi th  s tu d en ts . "
Each had no teachers consider ing them as the l e a s t  "h i g h l y  d i s s a t i s ­
f y i n g . "  See Table  7 fo r  a complete rank ord er  of  the " h i g h l y  d i s s a ­
t i s f y i n g "  f a c t o r s .  Table 8 compares the " h i g h l y  s a t i s f y i n g "  and 
d i s s a t i s f y i n g "  fa c to r s  in the f o r ce d -c h o ice  s t ru c tu re d  questions in 
th i s  research.
I t  is very  important  to f in d  the c o r r e l a t i o n  c o e f f i c i e n c y  
between the four  d i f f e r e n t  s tu d ie s :  K h i l l a h ' s ,  H ansen -S tan ley ' s ,
Stembridge‘ s , and Herzberg 's .  There is a very  strong p o s i t i v e  c o r ­
r e l a t i o n  between the rank order  of  the s a t i s f i e r s  and d i s s a t i s f i e r s  
of  t h i s  study and the o ther  th r ee  s t u d i e s .  Between t h i s  study and 
H ansen-S tan le y ' s study there was the h ig hes t  c o r r e l a t i o n  c o e f f i c i e n t ,  
higher  than tha t  o f  the o th e r  two s t u d i e s .  The s a t i s f i e r s  had a 
c o r r e l a t i o n  c o e f f i e i c n e  o f  r^ = 1 .0 0 — a p e r f e c t  p o s i t i v e  c o r r e l a t i o n .  
The d i s s a t i s f i e r s  had an r^ = 0 .998  which is g r e a t e r  than the c r i t i ­
cal va lue o f  0 .3 8 9  wi th  N = 17 and = 0 . 0 5 .
In comparing th is  study w i th  th a t  o f  Stembridge,  i t  was found 
th a t  the c a l c u l a t e d  value of  r^ = 0 .9 98  a t  oC = 0 .0 5  w i t h  N = 17 
showed the t a b l e  value o f  0 .3 8 9 ,  a strong p o s i t i v e  c o r r e l a t i o n .  With  
the d i s s a t i s f i e r s ,  the c a l c u l a t e d  c o r r e l a t i o n  c o e f f i c i e n t  was r^ = 
0 .995  a t  the leve l  of  s i g n i f i c a n c e  o^- = 0 .0 5  and N = 17, showing a
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TABLE 7




Highly  D i s s a t i s f y i n g  
(N -  94)
Frequency Percentage
1 Union conference p o l i c i e s 10 10.10
2 Job s e c u r i t y 9 9 .0 9
4 I n te rp ers ona l  r e l a t i o n s  wi th  
p r i n c i p a l
8 8 .0 8
4 Superv is io n ,  tec hnica l  help and 
encouragement given
8 8 .0 8
4 Work cond i t  ions 8 8 .0 8
6.5 Sa la ry 7 7 .0 7
6.5 D i s c i p l i n e 7 7 .07
9 Profess io nal  growth 6 6 .0 6
9 A v a i l a b i l i t y  o f  resources,  
s up p l i es ,  and equipment
6 6 .0 6
10 Recogn i t i o n 5 5 .0 5
11.5 School p o l i c i e s  and a d m i n i s t r a t i o n 4 4 .0 4
11.5 E x t r a - c u r r i c u l a r  a c t i v i t i e s 4 4 .0 4
13 Advancement in care er 3 3.03
15.5 Achievement 1 1.01
15.5 R e s p o n s i b i l i t y  delegated 1 1.01
16 Factors in personal l i f e 1 1.01
20 In te rp ers ona l  r e l a t i o n s  wi th  
students
0 0
20 In te rp ers ona l  r e l a t i o n s  w i t h  peers  
paren ts ,  and s t a f f
, 0 0
20 Work i t s e l f 0 0
20 Status 0 0
20 Commitment to serv ic e 0 0
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Rank S a t i s f i e r s (N = 500) Factors Rank D i s s a t i s f i e r s  (N = 94)
Order Frequency Percentage Order Frequency Percentage
I 41 41.41 Interpersonal re la t io n s  wi th  pr inc ip a l 4 8 8.08
2 40 40.40 Interpersonal re la t io n s  wi th  students 20 0 0.00
3 36 36.36 in terpersonal re la t io n s  wi th  peers, 20 0 0.00
parents,  and s t a f f
4 35 35.35 Status 20 0 0.00
5 34 34.34 Work i t s e l f 20 0 0.006 32 32.32 Factors in personal l i f e 16 1 1.01
9.097 30 30.30 Job secur i ty 2 9
8 26 26.26 Respons ib i l i ty  delegated 15.5 1 1.01
9 22 22.22 Professional  growth 9 6 6.06
11 21 21.21 Advancement in career 13 3 3.0311 21 21.21 Working condi t ions 4 8 3.03
11 21 21.21 Commitment to serv ice 20 0 0.00
13.5 20 20.20 School p o l ic ies  and administra t ion 11.5 4 4.04
13.5 20 20.20 A v a l i a b i 1i t y  o f  resources, supplies 9 6 6.06
15.5
and equipment
17 17.17 Recogni t ion 10 5 5.05
15.5 17 17.17 P a r t ic i p a t io n  in school decision making 9 6 6.06
17 16 16.16 Oi sci p i in e 6 .5 7 7.07
18.5 14 14.14 Achievement 15.5 1 1.01
18.5 14 14.14 Supervision,  technical help and 
encouragement given
4 8 8.08
20 9 9.09 Salary 6.5 7 7.07
21 8 8.08 Un io n / local  conference p o l ic ies  and system 1 10 10.10
22 6 6.06 E x t r a - c u r r i c u l a r  a c t i v i t i e s 11.5 4 4.04
00
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strong p o s i t i v e  c o r r e l a t i o n .  In comparing t h i s  study w i t h  th a t  of  
Herzberg i t  was found t h a t  the c a l c u l a t e d  r^= 0 .98 6  f o r  the s a t i s ­
f i e r s ,  a t  the CC = 0 .0 5  and N = 17, shows the t a b l e  va lue  o f  0 .389  
w i t h  a s i g n i f i c a n t  p o s i t i v e  c o r r e l a t i o n .  The d i s s a t i s f i e r s  had an 
r^= 0 .85 5  a t  the level  o f  s i g n i f i c a n c e  O C = 0 .0 5  and N = 17, a lso  a 
s i g n i f i c a n t  p o s i t i v e  c o r r e l a t i o n .  I t  is concluded t h a t  t h e re  is a 
s i g n i f i c a n t  p o s i t i v e  r e l a t i o n s h i p  between the s a t i s f i e r s  and d is sa ­
t i s f  i e r s  o f  t h i s  study when compared w i t h  each o f  the t h r ee  studies  
by H ansen-S tan le y , Stembridge,  and Herzberg.
When teachers were asked to r e p o r t  " c r i t i c a l  i n c id e n ts "  tha t  
made them f e e l  "good,"  th a t  i s ,  " h i g h l y  s a t i s f y i n g , "  the t o t a l  number 
of  in c id en ts  repor ted  was l 4 ] .  Tab le  9 .  showing h ig h ly  s a t i s f y i n g  
f a c t o r s  based on " c r i t i c a l  i n c i d e n t s , "  is somewhat s i m i l a r  to T a b le  6 
based on " f o r c e d - c h o i c e  s t ru c tu re d  q u e s t i o n s . "  When teachers were 
asked to w r i t e  down inc id en ts  t h a t  were a source o f  high s a t i s f a c t i o n ,  
t h i r t y - f i v e  (24.48%) expressed t h a t  " i n t e r p e r s o n a l  r e l a t i o n s  wi th  
students"  was the number one source o f  s a t i s f a c t i o n  and recorded i n c i ­
dents l i k e  t h i s :
When two students were r e c e n t l y  d ismissed from our  
school ,  they came to  me to  e x p l a i n  the s i t u a t i o n  from t h e i r  
s id e .  I was a b le  to comfort  them w i th o u t  c o n t r a d i c t i n g  Ad 
Counc i 1 dec i s i o n .
Notes from students about  my personal counse l i ng .  How 
much they a p p r e c i a t e  my l i s t e n i n g  and a dv ic e .
A stu den t  responds p o s i t i v e l y  to c la s s  d iscussion o f  a 
w r i t t e n  assignment— "not  g r e a t  homework" but  " I  was glad  
you had us do t h a t ,  I learned something from i t . "
Achievement ranked number two and twenty-seven teachers  
(18.88%) i d e n t i f i e d  i t  as a source o f  s a t i s f a c t i o n .  The fo l lo w in g  
i nc id en ts  a re  t y p i c a l  o f  what was repor te d :
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TABLE 9




C r i t i c a l  Inc id en ts  
(N = 143)
Frequency Percentage
1 In terp ers ona l  r e l a t i o n s  
w i th  students
35 24.48
2 Ach i evement 27 18.88
3 Recogn i t i o n 26 18.18
4 Commitment to s e rv ic e 21 14.69
5 Work i t s e l f 13 9.10
6 Factors  in personal l i f e 4 2 .8 2
7 .5 In te rp e rso n a l  r e l a t i o n s  w i t h  peers,  
p ar en ts ,  and s t a f f
3 2 .1 0
7 .5 Status 3 2.10
10 Profess io nal  growth 2 1.40
10 Job s e c u r i t y 2 1.40
10 P a r t i c i p a t i o n  in school  
dec is io n  making
2 1.40
14 Advancement in ca re e r 1 0.07
14 In te rp e rso n a l  r e l a t i o n s  
w i t h  p r i n c i p a l
1 0 .0 7
14 Superv is io n ,  t echn ica l  help  and 
encouragement
1 0 .0 7
14 Work ing cond i t  ions 1 0.07
14 D i s c i p l i n e 1 0 .0 7
19.5 Sa la ry 0 0 .0 0
19.5 R e s p o n s i b i l i t y  delegated 0 0.00
19.5 U n io n / lo c a l  conference p o l i c i e s 0 0.00
19.5 School p o l i c i e s  and a d m i n i s t r a t i o n 0 0 .00
19.5 A v a i l a b i l i t y  o f  resources,  suppl ies  
and equipment
0 0.00
19.5 E x t r a - c u r r i c u l a r  a c t i v i t i e s 0 0 .0 0
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Campus m i n i s t r y  has improved and a new b u l l e t i n  was 
j u s t  completed.
Many student  leaders a re  now involved in r e l i g i o u s  
a c t i v i t i e s — personal s a t i s f a c t i o n  in t h a t .
A student  t o l d  me very re c e n t ly  th a t  he had decided  
to make h e a l th y  choices regarding his  d i e t  because o f  a 
p re se nta t io n  I had made. He t o l d  me today th a t  he was 
cont inu ing  to  c a r r y  out  t h i s  important cho ice ,  in s p i te  
o f  o p p o r t u n i t i e s  to regress.
Students coming up to me and g i v i n g  up t h e i r  hearts  
to the Lord.
Recogni t ion ranked number three and t w e n ty -s ix  teachers  
( 1 8 . 18%) put i t  as a source o f  high s a t i s f a c t i o n  and reported some 
i nc id en ts  l i k e  t h i s :
In our assembly f o r  w r i t i n g  thank you notes,  several  
students and teachers expressed a p p r e c i a t io n  f o r  ME as a 
person who has touched t h e i r  l i v e s  in some important way.
1 f e l t  so GOOD about t h a t .  A student r e ce n t ly  t o l d  me, 
in a very s in cere  way, how much he a ppre c ia ted  e x t r a  help  
I had given him o u ts id e  o f  c lass  t ime.
Several  notes th a t  came to me from students as a p a r t  
o f  our  Thanksgiv ing Harvest  C e l e b ra t io n  expressing t h e i r  
a p p r e c i a t io n  f o r  my work a t  the school ,  and p a r t i c u l a r l y  
f o r  th ings t h a t  we exper ienced to g e th e r .
Commitment to s e rv ic e  ranked four  by twenty-one teachers  
( 14 . 69%) in d ic a t in g  i t  as a source o f  s a t i s f a c t i o n  and the f o l lo w in g  
in c id en ts  a re  t y p ic a l  o f  what was re por ted :
Recent ly  I was s a t i s f i e d  to 1 earn th a t  one day one o f  
my former students has decided to  become a student  mission­
a ry  to  Peru t h i s  coming summer. This  student  is one th a t  
I was q u i t e  c lose  to  when he was here,  and he took a number 
o f  c lasses  from me, complet ing several  p r o j e c t s .
A young man came to our school f i l l e d  w i t h  b i t t e r n e s s .
He planned to a t te n d  only  t i l  he was o ld  enough to q u i t .
Took only  2 or  3 c lasses ,  was very  i r r e s p o n s i b l e  and expres­
s i v e .  Through very c a r e fu l  and p a t i e n t  a t t e n t i o n  he caught  
a v is i o n  and has now s e t t l e d  in to  a f u l l  responsible  program.
He now has a purpose in l i f e  and is doing w e l l .
I f ee l  e s p e c i a l l y  good about being a C h r i s t i a n  teacher  
in t h i s  C h r i s t i a n  school when I can see change o f  behavior
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( a l b e i t  q u i t e  s lowly  a t  t i m e s ! ) , and improvement o f  
s c h o l a s t i c  endeavor.  To see growth and m a t u r i t y  is 
very rewarding.
Work i t s e l f  ranked f i f t h  and t h i r t e e n  teachers (9.10%)  
reported i t  as t h e i r  f i r s t  source o f  s a t i s f a c t i o n .  These inc id en ts  
are  a good example:
R ec en t ly ,  I had several  s tudents become very  e x c i te d  
about  one o f  my c las se s .  They were s t im u l a te d  by the  
sub jec t  m a tt e r  and r e a l l y  took o f f .  i t  is t h i s  type of  
s i t u a t i o n  tha t  r e a l l y  is e x c i t i n g .
A student  came to me and said  tha t  f o r  the f i r s t  t ime  
his  r e l i g i o u s  exper ience had begun to make sense and t h a t  
he f e l t  c o n f id e n t  in h is  r e l a t i o n s h i p  w i t h  God as a r e s u l t  
o f  our emphasis in c lass on q u es t i on ing  the  meaning o f  our  
f a i t h .  I f e l t  my emphasis in c la s s  has always been on 
C h r i s t i a n  growth and not more conversion and t h i s  exper ience  
helped conf i rm  tha t  my emphasis is being achieved a t  l e a s t  
f o r  some.
Jack,  a leader  in h is  church, c laims to  have made his  
commitment to the Lord dur ing h is  academy y e a r s .
Factors in personal l i f e  ranked s i x t h ;  the number o f  teachers  
t h a t  in d ic a ted  i t  as a source o f  s a t i s f a c t i o n  was fo u r  ( 2 .88% ).  The 
fo l l o w i n g  is an example o f  what those teachers wrote:
A few students have sent me notes i n d i c a t i n g  t h e i r  
i n t e r e s t  in me as a f r i e n d .
In te rp ers ona l  r e l a t i o n s  w i t h  pee rs ,  p a r e n ts ,  and o th e r  s t a f f  
ranked 7 -5  w i t h  three  teachers ( 2 .1 0 )  each responding to t h i s .  Some 
of  the in c id e n ts  repor ted  a re:
Recent ly  parents  contacted me tak ing  no te  o f  encour-  
atement  g iven to t h e i r  son /daughte r .  They s ta te d  appre­
c i a t i o n  f o r  th a t  encouragement.
A c o l le a g u e  asked me to  help him in a p r o j e c t  o f  h is  
in which he asked me to b u i l d  and design a p iece o f  
equipment t h a t  he needed. With some study and l i t t l e  
e x t r a  t ime put in to  the p r o j e c t ,  he was s a t i s f i e d ,  I t h i n k ,  
wit h  what I could do f o r  him.
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Profess io na l  growth,  job s e c u r i t y ,  and p a r t i c i p a t i o n  in 
school dec is ion  making ranked tenth and each was repor ted  by two 
teachers (1.40%) as a source o f  s a t i s f a c t i o n .
When t h i s  y e a r ' s  h i r i n g  season opened up in Feb. ,
I was one o f  the f i r s t  band d i r e c t o r s  in the count ry  to  
be given a c a l l .  I was pleased to g e t  th a t  type o f  recog­
n i t i o n .  I f e l t  good about  my re p u t a t io n  n a t i o n a l l y .
I am h i r e d  next  y ea r  as a guidance counselor  and 
te a c h e r .  This  is my l 6 t h  year  doing what I l i k e  doing.
When the p r i n c i p a l  had to  be gone he l e f t  me in charge  
f o r  two days and i t  f e l t  good to  be thought o f .  He has 
done t h a t  to each of  us t h i s  year  ins tead o f  p u t t in g  the  
s e c r e t a r y  in charge l i k e  the p r i n c i p a l s  b e fo r e .
He is the best  p r i n c i p a l  th a t  t h i s  school has had in 
many years because he l e t s  each one have some input and 
he l e t s  i t  count .
Advancement in c a r e e r ,  in te rp erso n a l  r e l a t i o n s  w i t h  p r i n c i p a l ,  
s u p e r v i s io n ,  tec h n ica l  help  and encouragement,  working c o n d i t i o n s ,  
and d i s c i p l i n e ,  ranked f o u r t e e n t h  w i t h  one i n c id e n t  (0.07%) r e p o r t ­
ing t h i s  as a source o f  s a t i s f a c t i o n :
I have always had a p o s i t i v e  a t t i t u d e  as a teacher  
in an SDA school ,  regard less  o f  s i t u a t i o n s  t h a t  might  
a r i s e .  The success I have w i t h  my students makes me 
f e e l  good.
The p r i n c i p a l  of  our school had asked me to  work on a 
s p e c i f i c  p r o j e c t .  The m a t e r i a l s  would be shared w i t h  
board members a t  the upcoming board meet ing.  I f e l t  good 
about  the work I had done, and the p r i n c i p a l  was a lso  
impressed. He presented the m a t e r i a l s  and the board mem­
bers were very  impressed. The p r i n c i p a l  p ra is ed  me h ig h ly  
(gave c r e d i t  where c r e d i t  was due) and o th e r  board members 
have a ls o  made p o s i t i v e  comments to me.
On a recent  school f u n c t io n  the p r i n c i p a l  came up to 
me and commented on the  f a c t  t h a t  he a p p r e c i a te d  my a b i l i ­
t i e s  as a f a c u l t y  member and t h a t  I was always around when 
the students need me. That  was encouraging coming from 
the p r i n c i p a l  who doesn ' t  make i t  a p r a c t i c e  to  p r a is e  h is  
s t a f f .
The thought  t h a t  we could always have p ra yer  in c la s s .
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Being a b l e  to in c or po ra te  B ib le  w i th  my s u b je c t ,
I can make my students w e l l  aware o f  God. I was given
an o p p o r t u n i t y ,  by the p r i n c i p a l ,  to  a t t e n d  a conven­
t i o n .
Many t imes I have shared w i t h  s tu d en ts ,  and they  
w i t h  me concerns about t h e i r  Jobs, sorrows, e t c .  I t  
is good to be a b l e  to be a f r i e n d  as w e i 1 as a teacher .
I enjoy the many f r i e n d s h i p s  t h a t  I have deveioped  
throughout the years ,  as C h r i s t i a n s .  Teaching has been 
very rewarding f o r  me. I am very g r a t e f u l  t h a t  God has 
opened the way f o r  me to  share w i th  young people .
No tea cher  i d e n t i f i e d  any of  the f o l l o w i n g  f a c t o r s  as a source  
of  s a t i s f a c t i o n :  s a l a r y ,  r e s p o n s i b i l i t y  d e l eg a te d ,  u n i o n / l o c a l  con­
ference  p o l i c i e s ,  school p o l i c i e s  and a d m i n i s t r a t i o n ,  a v a i l a b i l i t y  
of  resources,  supp l i es  and equipment,  and e x t r a - c u r r i c u l a r  a c t i v i ­
t i e s ;  these f a c t o r s  ranked 19-5 as the l a s t  s i x  f a c t o r s  on the l i s t .
The t o t a l  number o f  c r i t i c a l  in c id en ts  re por te d  as " h i g h l y  
d i s s a t i s f y i n g "  (which made teachers f e e l  poor ly )  was 107 (Table  10) 
and t h i s  was fewer than those th a t  made the teachers f e e l  "good" 
(h i g h l y  s a t i s f y i n g — 143) .
D i s c i p l i n e  ranked f i r s t  as a source o f  d i s s a t i s f a c t i o n  w i th  
twenty inc id en ts  (18.69%) .  Some o f  these in c id e n ts  were:
D i s c i p l i n e  is a touchy s u b je c t .  So many students  
today seem to lack s e l f - d i s c i p l i n e .  Teachers must d i s ­
c i p l i n e  too much when we have so precious l i t t l e  t ime to  
teach.
I d i s l i k e  seeing swear words w r i t t e n  on desks, in 
books, and in Church Hymnals. There is f a r  too much of  
t h i s  going on today.
Any t ime we a r e  unable  to reach a student  i t  is a 
problem to us as tea chers .
Having students run w i l d  a l l  y e a r ,  and when i t ' s  t ime  
f o r  e v a l u a t i o n  then pressure is put  on to d i s c i p l i n e .
I do not  enjoy the d i s c i p l i n i n g  aspect  o f  teach in g .
I t  makes me f e e l  bad about  the student  and m y se l f .  I 
know we a re  c a l l e d  to guidethem and help them, but  I f ee l  
i t  can be done through o th e r  avenues.
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TABLE 10




C r i t i c a l  In cidents  
(N = 107)
Frequency Percentage
1 D i s c i p l i n e 20 18.69
2 I n te rp ers ona l  r e l a t i o n s  wi th  
p r i n c i p a l
14 13.08
3 In te rp ers ona l  r e l a t i o n s  wi th  
students
12 11.21
4 School p o l i c i e s  and a d m in is t r a t i o n 11 10.28
5 In te rp ers ona l  r e l a t i o n s  w i t h  peers,  
par en ts ,  and s t a f f
8 7.48
6 Working c on d i t io n s 7 6.54
7 Status 6 5.61
8 Commitment to se rv ic e 4 3 .7 4
10.5 R e s p o n s i b i l i t y  delegated 3 2.80
10.5 Work i t s e l f 3 2.80
10.5 Job s e c u r i t y 3 2.80
10.5 E x t r a - c u r r i c u l a r  a c t i v i t i e s 3 2.80
14.5 Achievement 2 1.87
14.5 Profess io na l  growth 2 1.87
14.5 U n io n / lo ca l  conference p o l i c i e s 2 1.87
14.5 P a r t i c i p a t i o n  in school decis ion  
making
2 1.87
19 Recogn i t i o n 1 0 .0 9
19 Advancement in c a re e r 1 0 .0 9
19 Su perv is io n ,  tec hn ica l  h e lp ,  and 
encouragement
1 0 .0 9
19 A v a i l a b i l i t y  o f  resources,  suppl ies  
and equipment
1 0 .0 9
19 Factors in personal l i f e 1 0 .0 9
20 Sala ry 0 0
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I n te rp ers ona l  r e l a t i o n s  w i t h  the p r i n c i p a l  ranked second and 
had fourteen  inc id en ts  (13-98%).  Some of  these in c id en ts  as reported  
were:
Last summer, 1 was cleaning and had to "dismiss"  a 
student  from the work program because "he" would not  cooper­
a t e  w i th  the system. The a d m i n i s t r a t o r  o f  the school made i t  
my r e s p o n s i b i l i t y  to  contac t  the fam i ly  fo u r  or  f i v e  weeks 
l a t e r  f o r  t h e i r  response to the s i t u a t i o n .  At  t h a t  t ime the  
mother o f  the student  le c tu re d  me fo r  20 minutes on how our  
school (s)  were p re ju d ice d  and not  in accordance to C h r i s t ' s  
i n t e n t i o n s .  I f e l t  t h is  should have been the r e s p o n s i b i l i t y  
o f  the a d m i n i s t r a t i o n .
Due to the schedule arrangement one o f  my u s u a l ly  mixed 
classes is d iv id ed  by sex. When the boys g e t  toge th er  f o r  
a t r a d i t i o n a l l y  female c lass  they become very vocal and d i s ­
r u p t i v e .  I have c o n s ta n t l y  exercised extreme d i s c i p l i n e  to  
cont ro l  the c lass  and conduct a le a rn ing  exper ie nce .  When 
I sent some extreme cases to  my a d m i n i s t r a t o r ,  he f i g u r a ­
t i v e l y  pa t ted  them on the head and sent them back w i t h  no 
v i s i b l e  changes.
The r e s p o n s i b i l i t y  o f  a d m i n i s t r a t i o n  is l e f t  to the  
teach ers.  The p r i n c i p a l  had to go to a meeting a t  Andrews 
U n i v e r s i t y ,  and we, the teachers,  were not to ld  o f  h is  
absence. This  has happened b e fo re .  The reasons given a re:
( l )  the teachers would take o f f ,  (2) the students would 
become d i s r u p t i v e .  Upon r e tu r n ,  we were t o ld  " thanks f o r  
being good." We a r e  not c h i l d r e n ,  we are  p r o fe s s io n a ls  and 
expected to be t r e a te d  as such.
In te rp ers ona l  r e l a t i o n s  w i t h  students ranked t h i r d  w i th  
twelve in c id en ts  (11.21%) such as:
Two students l e f t  campus and attended a rock con c er t .
I f ee l  I could and should have done more to  get  to  know 
these k ids  b e t t e r  and have a more p o s i t i v e  in f lu en c e  on 
them.
A student  wanted to drop my c la ss  j u s t  because o f  a 
poor grade.  1 f e l t  i t  was a "cop ou t"  and so would not  
l e t  the student  drop.  The student  came to c lass  and 
appeared to  be a d j u s t i n g ,  but  one week l a t e r  dropped out  
o f  school. I f e l t  as though I should have spent some more 
t ime w i t h  student  when student  seemed to be a d j u s t i n g .
A student  was asked to leave school because o f  c i rcum­
stances t h a t  c a l l e d  f o r  d is m is sa l .  The student  was d e a l t  
wit h  f a i r l y .  There was r e a l l y  no way to change the s i t u a ­
t ion  th a t  had come up and the student  had been d e a l t  w i t h
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on many occasions and probably  had he been d e a l t  w i t h  
d i f f e r e n t l y  a t  an e a r l i e r  t ime t h i s  student  may not  
have taken two o thers  a lo ng .  Many times the students  
f e e l  t h a t  the f a c u l t y  a r e  out  to get  them. I f  only  
they knew and could understand th a t  t h i s  is not  t r u e .
School p o l i c i e s  and a d m i n i s t r a t i o n  ranked f o u r t h  w i t h  eleven  
i n c id en ts  (10.28%) as f o l lo w s :
A number o f  mothers have contacted me, saying t h a t  I 
r e q u i r e  too much o f  my students in too shor t  o f  a t ime  
p er io d .  Our "9-week" marking per iods have been as long 
as 10 weeks o r  as shor t  as 8,  depending on the mood of  
our r e g i s t r a r .  This  makes i t  very  d i f f i c u l t  to complete  
the m a te r ia l  necessary in some cases and hard to expand 
i t  in o th e rs .
A recent  school fu n c t i o n  th a t  took many students from 
my c l a s s .  This  happens f r e q u e n t l y .
In a d iscussion t h a t  took place in f a c u l t y  meet ing i t  
was obvious the a d m i n i s t r a t i o n  wanted to press f o r  n»re  
f a c u l t y  involvement in new p r o je c ts  w i th o u t  c o n s id e r a t io n  
t c  a l r ea d y  over loaded f a c u l t y  loads. I t  appeared as though 
i t  was due to  nervousness on the par t  o f  the a d m i n i s t r a t i o n  
toward upcoming e v a l u a t i o n .  Many on our s t a f f  fe e l  tha t  new 
ideas should e i t h e r  be put  in to  p r a c t i c e  as a replacement  o f  
another  program or  become p a r t  o f  something t h a t  a l rea d y  
e x i s t s .  We a r e  t r y i n g  to  run a program t h a t  re qu i re s  more 
s t a f f i n g .
I n te rp ers ona l  r e l a t i o n s  w i th  peers,  p ar en ts ,  and s t a f f  
ranked f i f t h  w i th  e i g h t  in c id en ts  (7 .48%).  Some o f  these inc iden ts
a re :
Facu l ty  r e l a t i o n s :  an in c id en t  where a f a c u l t y  member
wrote  up a memo about  a problem instead o f  coming to  me 
about  i t  p e r s o n a l l y .
The ever  increasing  d i f f e r e n c e  between ac tu a l  home 
standards in A d ve n t is t  homes and the t r a d i t i o n a l  standards  
we must m a in ta in .  Homes a re  a d i s a s t e r .
I was having some d i f f i c u l t y  w i t h  a student  and the  
work o r  lack o f  work t h a t  was being turned in .  In a t t e m p t ­
ing to c ontac t  the parents  by phone I found t h a t  the  phone 
number was not  l i s t e d .  I requested help from the Academy 
o f f i c e  and the s ec r e ta r y  p o l i t e l y  gave me access to the  
unpublished number. When I c a l l e d  the paren t  I was rudely  
informed t h a t  I had no business c a l l i n g  them. I t  was d i f f i ­
c u l t  f o r  me to r e a l i z e  and accept t h a t  someone would do t h a t .
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I t  made me uneasy to know t h a t  I had caused someone such 
g r i e f  in clud ing  a te lephone c a l l  to the o f f i c e  from the  
i r a t e  p a r ty .  Those th ings do happen and we j u s t  need to
surv iv e  them in the best  p o ss ib le  manner! !
Not seeing a s tu d e n t 's  parents  anytime o th e r  than when 
he or  she is f a i l i n g  or  suspended from school.
Parent  c o n f r o n ta t i o n s - a c c u s a t io n s  o f  u n fa i r n e ss  or  
la ck  o f  support  and unders tand ing .  Some parents  seem to
support  t h e i r  c h i l d  in n e g a t i v e  s i t u a t i o n s ,  they a l lo w
them to do and wear th ings  a t  home th a t  are  c on t ra ry  to  
school g u id e l in e s  which c r e a te s  a very  a r t i f i c i a l  out look  
toward C h r i s t i a n  p r i n c i p l e s  and standards.
Working c on d i t io n s  ranked s i x t h  w i t h  seven in c id en ts  (6.54%)  
Some o f  these inc id en ts  a re:
Planning o f  a c t i v i t i e s  t h a t  would c u l t i v a t e  the s t u ­
dents ,  and having the p r i n c i p a l  t e l l  you he is c a n c e l l i n g  
you o u t ,  o r  t h a t  you cannot  use a l l  the necessary f a c i l i ­
t i e s  o r  l i m i t s  you and then o f f e r s  no good a l t e r n a t i v e ,  
nor s u f f i c i e n t  funds f o r  changes (no money a t  a l l ) .
Having a movie t h a t  r e l a t e s  to your c e r t a i n  sub jec t  
and showing on ly  h a l f  the movie and t o l d  the o th e r  h a l f  is 
too long,  so i t  c a n ' t  be shown!
Our p r i n c i p a l  t o l d  a c o l le a g u e  t h a t  4 or  5 persons  
had come to him w i t h  n e g a t i v e  comments about  t h i s  person.
The teachers asked the p r i n c i p a l  i f  I were one o f  the  
" f o u r  or f i v e . "  The p r i n c i p a l  w o u ld n ' t  say. I was not  
one o f  the persons c a r r y i n g  t a l e s .  Our p r i n c i p a l  is 
c r e a t i n g  a c l i m a t e  o f  d i s t r u s t  and suspic ion by encourag­
ing s t a f f  to t e l l  on each o t h e r .  1 f e e l  he c u r r e n t l y  l i k e s  
me and a p p re c i a tes  my work,  but  i f  I were to  " f a l l  out  o f  
f av o r  wi th  the k ing"  I would be apprehensive t h a t  he would 
c o l l e c t  inform at ion  about  me from my col le agues  as he now 
appears to  be doing to o t h e r s .  The u n i t y  and comraderie  
once f e l t  a t  t h i s  academy a r e  f a s t  v a p o r i z in g .
Status ranked seventh w i t h  s i x  in c id en ts  (5 .61% ).  Some o f  
them a r e :
The lack o f  respect  f o r  teachers o r  peers by students  
today has gone so f a r  t h a t  t h e r e  must be a new basis  f o r  
successful  s o c ie ty  today.  The phi losophy,  i f  you d o n ' t  
f e e l  l i k e  i t ,  d o n ' t  do i t ,  d o es n ' t  t r a i n  anyone to become 
cognizant  o f  any one e l s e  but  o n e s e l f .
There do es n ' t  seem to be much change in t h i s  k ind o f  
a t t i t u d e  from our  beginning student  and those who graduate .
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Com m itm ent t o  s e r v i c e  ra n k e d  e i g h t h  w i t h  f o u r  i n c i d e n t s
( 3 . 74% ) .  Responses i n c lu d e d :
Boy w i t h  cons id er ab le  i n t e l l i g e n c e  unable  to  be 
mot iva ted  to even pass the c l a s s .
Cheating is f a r  too p r e v a l e n t  in t o d a y 's  A d v e n t is t  
schools.
I t h i n k  we tend to f o r g e t  the "BAD." I t h i n k  i t  is 
an a b i l i t y  the Lord gives  me. Anyway, f o r  me in t h i s  
p r o f e s s i o n - - t h e  good o v e r a l l  outweighs the bad.
Other than those above mentioned s p e c i f i c s ,  the re  
are  many more vague a c t i o n s  t h a t  i n d i c a t e  to me t h a t  
I 'm  not wanted,  a p p r e c i a t e d ,  e t c .  I ' d  leave ,  i f  I b e l i e v e  
i t  is  God's w i l l ,  but  I 'm s t i l l  sure He has a p la ce  f o r  me 
here.  D i f f i c u l t  working c o n d i t i o n s ,  however, not  impossi­
b l e  ( t h e r e  a re  good d ay s ) ,  but l a t e l y ,  d i f f i c u l t .
R e s p o n s i b i l i t y  d e l e g a te d ,  work i t s e l f ,  job s e c u r i t y ,  and 
e x t r a - c u r r i c u l a r  a c t i v i t i e s  ranked 10.5  w i t h  th ree  in c id en ts  (2.80%)  
each. Some in c id e n ts  as an example a re :
The on ly  th ing I can t h i n k  o f  is the lack  o f  t ime to 
get  e ve ry th in g  done, tha t  I should go home f e e l i n g  inadequate .
I have had no e x c e p t i o n a l l y  bad exper iences  in my tea ch ­
ing,  but I do become f r u s t r a t e d  in my fu n c t i o n  as a s s i s t a n t  
dean. Sometimes the demands a re  a b s o l u t e l y  i n c r e d i b l e .
Some o f  the students fe e l  they a r e  MADE to a t t e n d  a 
SDA sch o o l .
I d id  not g e t  r e h i r e d  to my job severa l  years ago and 
was not a b l e  to face my "ac cusers"  o r  exper ie nce  any help  
from my p r i n c i p a l  or school board to help  me work on the  
'problems" I was supposed to have. T h is  leads me to ques­
t i o n  my a b i l i t y  to  teach.
I was to l d  by the  a d m i n i s t r a t o r  ( p r i n c i p a l )  to tak e  the
next  c a l l  t h a t  came my way. He was angry .  He said  t h a t  he 
would have to cool o f f  a few days b e fore  we could t a l k  about  
i t .  I was a ls o  to l d  by the  a d m i n i s t r a t o r  t h a t  the conference
was looking f o r  a p a s t o r a t e  f o r  me. They said t h i s  was not
t r u e .  His honesty and motives were ques t ioned by the c o n f e r ­
ence Educat ion S e cr e ta ry .
I am not h i r e d  y e t  as campus c h a p la in  o r  pas tor  and was 
t o l d  yes te rd ay  t h a t  t h i s  w o n ' t  be decided u n t i l  two months 
from now.
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There is no job s e c u r i t y  as an SDA secondary educator !  
Every year  i t  is the same th in g  o f  a n x ie ty  whether y o u ' l l  be 
r e h i r e d  o r  n o t .  In te rp ers ona l  r e l a t i o n s h i p s  seem to be more 
important than p ro fe s s io n a l i s m .  I ' v e  been r e h ir ed  and I have 
an e x c e l l e n t  r e l a t i o n  w i t h  my p r i n c i p a l  but  a co l le ague  was 
not because he and the p r i n c i p a l  d i d n ' t  r e l a t e  too w e l l .  He 
was not  eva lu at ed  on his  p ro fe s s io n a l i s m .
I had a recent  hassle  due to sup erv is ion  responsi ­
b i l i t i e s .  I t  is ext remely  s a t i s f y i n g  to work wi th  
s tuden ts ,  but no doubt the o p p os i t e  is t ru e  and students  
re fuse  to  accept God's love and care  f o r  them p e r s o n a l ly .
I ' v e  had students who openly  r e s i s t ,  who leave school ,  and 
who f o l l o w  a downward course— t h i s  has to be the worst  
p a r t  o f  tea ch ing .
I am a sponsor o f  one o f  the c lasses  here and have been 
t r y i n g  a l l  year  to br ing the k ids  to g e th e r  in u n i t y .  But 
there  has been another  d i s r u p t i o n  between two groups o f  
s o - c a l l e d  leaders o f  the c la ss  and much o f  my e f f o r t  has 
been des troyed.  This  saddens me--but  I 'm not g iv in g  up.
Achievement,  p ro fe s s io n a l  growth, u n io n / l o c a l  conference  
p o l i c i e s ,  p a r t i c i p a t i o n  in school dec is ion  making ranked l 4 . 5  w i t h  
two in c id en ts  each (1 .87%).  Here a r e  some examples:
I have not  been a b l e  to reach Scott  to help  him reach 
his  p o t e n t i a l .  He does not resoond to any technique or  
i n d iv id u a l  encouragement.  How can he be chal lenged? Am 
I f r u s t r a t e d !
Students,  not a l l  w i l l i n g  to get  in to  the program.
Teaching languages in the  U.S.  i s n ' t  taken very  s e r i ­
ously  by the high s c h o o l - l e v e l  s tuden ts .  A f t e r  making the  
c la s s  very  simple to t h e i r  unders tand ing ,  there  is s t i l l  a 
l o t  o f  complain ing on the p a r t  o f  the students f o r  being  
over lo aded .  I f ee l  f r u s t r a t e d  f o r  not  being a b l e  to  reach 
my goals .
Conference o f f i c i a l s  ( few o f  whom have been teachers)  
making and changing p o l i c i e s  which a f f e c t  teachers.  Case in 
p o i n t — Michigan Conference Medical  Ass oc ia t io n  Program.  
Teachers should have r e p r e s e n t a t i v e ,  equal v o te s .
I have a hard t ime g e t t i n g  used to  church p o l i c i e s .
There a r e  several o f  us as teachers t h a t  have been 
p r i n c i p a l s  f o r  years ,  and r e c e n t l y  when something happened,  
the p r i n c i p a l  spent most of  h is  t ime t r y i n g  to f i g u r e  out  
a l l  the ins and outs  w i th  the s e c r e t a r y  who has had no real  
t r a i n i n g ,  l i t t l e  exper ience in such t h i n g s .  She is a good 
s e c r e t a r y  and did graduate  from high school .
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The secrecy of  important in fo rm at io n .  We are  the 
l a s t  ones to hear o f  issues th a t  a f f e c t  us.
Recogni t ion ,  advancement in c a r e e r ,  superv is io n ,  technical  
help and encouragememt, a v a i l a b i l i t y  o f  resources and supp l i es ,  and 
fa c to r s  in personal l i f e ,  each had one in c id en t  ( .09%) and these  
in c id en ts  a re :
Church members re ac t i ng  to in form at ion  when 
h a l f  the t r u t h .
Recent ly  I made a dec is ion  to handle a s tu d en t 's  
absence in a way t h a t  wasn ' t  s t r i c t l y  according to school 
p o l i c y ,  but  had v a l i d i t y  to the  way I d id  i t .  The absence 
occurred under unusual c i rcumstances ,  and i f  I had handled 
i t  in the usual way, i t  would have p r o h i b i t e d  the student  
from p a r t i c i p a t i n g  in a major music t o u r ,  and would have 
had n e g a t i v e  e f f e c t  on the o r g a n i z a t i o n .  I f e l t  I had done 
a reasonable  t h in g ,  but now 1 quest ion the a c t  my se l f .  When 
the p r i n c i p a l  learned o f  the s i t u a t i o n ,  he d id  not  bother  
to  even ask about what happened, but  wrote  a very unpleasant  
and d i c t a t o r i a l  l e t t e r  to me. I t  made me f e e l  very  angry 
and u n t r u s t i n g  of  him as an a d m i n i s t r a t o r .  I never know 
what to expect  from him; w i l l  he be reasonable  o r  impulsive  
in h is  a d m in is t r a t i o n ?  I f e l t  he d i d n ' t  care  what I thought  
as a p r o fe s s i o n a l ,  but only  about  h is  system. I t  made me 
fe e l  bad about my j o b .  Being approached by a d m in is t r a t i o n  
and having them t r e a t  f a c u l t y  poor ly  s o l e l y  because o f  
d i s i i k e .
I a l s o  f e e l  bad about teaching when a student  in c lass  
hates physical  educat ion ,  and as I t r y  my best  to help them 
enjoy P . E . ,  they a r e  s t i l l  very  h a t e fu l  o f  physical  educa­
t i o n .  I t ' s  l i k e  my job is a l o s t  cause.
Lack o f  suppl ies  u n t i l  something important  happens in 
the church or  some pastor  wants something done, then there  
is a surplus o f  money f o r  su p p l i es .
Sa la ry  ranked t w e n t i e t h ,  but no in c id en ts  were reported a t  
a l l  to in d i c a t e  i t  as a source o f  d i s s a t i s f a c t i o n .
Number and Average o f  C r i t i c a l  In c id en ts  
as Reported by Subgroups
Table  11 g ives the o v e r a l l  f i g u r e s  o f  s a t i s f a c t i o n  and d i s s a t i s ­
f a c t i o n  f o r  each subgroup. The h ig hes t  s a t i s f a c t i o n  is repor ted  by
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Rank S a t i s f i e r s
C r i t i c a l  Incidents Rank D i s s a t i s f i e r sOrder Frequency Percentage Order Frequency Percentage
1 35 24.48 Interpersonal r e la t io n s  wi th students 2 14 13.08
2 27 18.88 Achievement 14.5 2 1.87
3 26 18.18 Recognition 19 1 0.09
4 21 14.69 Commitment to service 8 4 3.74
5 13 9.10 Work i t s e l f 10.5 3 2.80
6 4 2.80 Factors in personal l i f e 19 1 0.09
7.5 3 2.10 Interpersonal re la t io ns  wi th  peers, 5 8 7.48
parents,  and s t a f f
5.617.5 3 2.10 Status 7 6
10 2 1.40 Professional  growth 14.5 2 1.87
10 2 1.40 Job secur i ty 10.5 3 2.80
10 2 1.40 P a r t ic i p a t io n  in school decision making 14.5 2 1.87
14 1 0.07 Advancement in career 19 1 0.09
14 1 0.07 Interpersonal r e la t io n s  wi th  pr in c ip a l 2 14 13.08
14 1 0.07 Supervision,  technical  help,  and 19 1 0.09
encouragement given
6.5414 1 0.07 Working condit ions 6 7
14 1 0.07 D is c ip l i n e 1 20 18.69
19.5 0 0.00 Salary 20 0 0.00
19.5 0 0.00 Responsibi l i ty  delegated 10.5 3 2.80
19.5 0 0.00 Un io n / lo cal  conference p o l i c ie s 14.5 2 1.87
19.5 0 0.00 School p o l ic ie s  and administra t ion 4 11 10.28
19.5 0 0.00 A v a i l a b i l i t y  of  resources and supplies 19 1 0.09




teachers working in "combined academies" (academies operated as day 
and boarding schools)  w i t h  an average o f  3 -7 5  repor ted  inc id en ts  of  
s a t i s f a c t i o n .  Next in s a t i s f a c t i o n  a re  those teachers who a re  50*" 
years o f  age w i t h  an average o f  3 .0 0
Two subgroups ranked as t h i r d  in s a t i s f a c t i o n ;  these were 
teachers w i t h  ten years or  more o f  teaching exper ience  in non-Adven t is l  
schools and science t e a ch e rs ,  w i t h  an average o f  2 . 5 .  The fou r th  
ranked s a t i s f i e d  group consisted  o f  those teachers who repor ted  f e e l ­
ing "com ple te ly "  f u l f i l l e d  in teaching a t  A d v e n t i s t  schools .  The 
l e a s t  s a t i s f i e d  subgroups were teachers w i t h  7*9  years  o f  exp er ience  
a t  n on-A dvent i s t  schools w i t h  an average o f  1 .4 4 ,  s i n g l e  teachers w i t h  
an average o f  1 . 4 5 ,  and teachers w i t h  7*9  years o f  exper ience  in 
A d ve n t is t  schools .
The most d i s s a t i s f i e d  subgroups were as fo l lo w s :
1. Teachers w i t h  teaching exper ience o f  7 to 9 years in 
non-A dvent i s t  schools.
2. Teachers w i t h  teaching exper ience  o f  1 to 3 years in non-  
A d ve n t is t  schools .
3. Fine a r t s  t each ers .
4.  Teachers who a r e  26 to 34 years o l d .
The l e a s t  d i s s a t i s f i e d  subgroups were as fo l lo w s :
1. Teachers w i t h  teaching exper ience o f  4 to 6 years in 
the n on-A dvent i s t  schools .
2. The second group included two subgroups. They a re :
(a)  teachers teaching in combined academies (boarding and day schools)  
and (b) soc ia l  s tu d ie s  teachers .
3.  Teachers between ages 4 l  to 49 years o ld .
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4 .  Teachers who teach P r a c t i c a l  A r t s .
This is j u s t  a g l impse o f  the i n t e r e s t i n g  re s u l ts  revealed in
t h i s  s tudy.  Tables 12, 13, and 14 provide more informat ion  on rank 
o r d e r in g ,  f requency,  and percentages and t h e i r  i n d i c a t i o n s .
In a study such as t h i s  i t  is worth comparing some of  the  
r e s u l t s  o f  t h i s  study and s i m i l a r  s tu d ie s .  The repor ted  c r i t i c a l  
in c id en ts  of  th is  study have a l rea d y  been compared w i t h  those of  
Hansen and Sta nley  ( 1 9 6 9 ) ,  Stembridge (1 9 83 ) ,  and Herzberg (1959 ) .  
These comparisons a re  based on the common seventeen items in the four
s tu d i e s .  i t  is very  important  to note th a t  the f i r s t  thr ee  s a t i s ­
f i e r s  in Hansen-Stanley ' s study and in Stemb rid ge's ,  a ls o ,  and two 
o f  the f i r s t  thr ee  s a t i s f i e r s  in t h i s  study ranked among the f i r s t  
th ree  s a t i s f i e r s  o f  Herzberg 's  study— inte rp ers ona i  r e l a t i o n s  wi th  
studen ts ,  achievements,  and re co g n i t io n  (Table 1 5 ) .  As to the d i s ­
s a t i s f  i e r s ,  d i s c i p l i n e  ranked number one in t h i s  study as we l l  as in 
Han sen -Stan ley 's  ( n o t i c e  both stud ies  a re  on secondary-school l e v e l ) .
In Stembridge's  study (co l le g e  l e v e l ,  see Table  15) the f i r s t  
d i s s a t i s f i e r  was the school p o l i c i e s  and a d m i n i s t r a t i o n .  This was 
t ru e  o f  H erzberg 's  study where the company's p o l i c i e s  ranked as the 
f i r s t  d i s s a t i s f i e r .  The second d i s s a t i s f i e r  in t h i s  study is i n t e r ­
personal r e l a t i o n s  w i t h  p r i n c i p a l  (work superv isor)  which ranked 
seventh in Hansen-S tan ley 's  and 10.5  in Stemb rid ge's ,  and f i f t h  in 
H e r z b e r g 's ,  The t h i r d  d i s s a t i s f i e r  in t h i s  study is in terpersonal  
r e l a t i o n s  w i t h  students (subord ina tes )  which ranked second in Hansen-  
Stanley  ' s ,  fo u r th  in S tem bridge's ,  and f i f t e e n t h  in Herz berg 's .











RANK ORDER, FREQUENCY, AND PERCENTAGES OF SATISFIERS BASED ON 

















Rank Forced-■Choice S a t i s f i e r  Categories Rank Cri t i c a l incidents
Order Frequency Percentage Order Frequency Percentage
1 41 41.41 Interpersonal re la t io ns  with  pr in c ipal 14 1 0.07
2 40 40.40 Interpersonal re la t io n s  wi th students 1 35 24.48
3 36 36.36 interpersonal re la t io n s  wi th  peers,  
parents,  and s t a f f
7 .5 3 2.10
4 35 35.35 Status 7.5 3 2.10
5 34 34.34 Work i t s e l f 5 13 9.10
6 32 32.32 Factors in personai l i f e 6 4 2.80
7 30 30.30 Job secur i ty 10 2 1.40
8 26 26.26 Responsibi l i ty  delegated 19.5 0 0.00
9 22 22.22 Professional  growth 10 2 1.40
11 21 21.21 Advancement in career 14 1 0.07
11 21 21.21 Working condi t ions 14 1 0.07
11 21 21.21 Commitment to serv ice 4 21 14.69
13.5 20 20.20 School p o l ic ie s  and administrat ion 19.5 0 0.00
13.5 20 20.20 A v a i l a b i l i t y  of  resources, supplies. 19.5 0 0.00
and equipment
26 18.1815.5 17 17.17 Recognition 3
15.5 17 17.17 Pa r t ic i p a t io n  in school decision making 10 2 1.40
17 16 16. 16 D is c ip l i n e 14 1 6.07
18.5 14 14.14 Achievement 2 27 18.88
18.5 14 14.14 Supervision,  technical  help ,  and 
encouragement given
14 1 0.07
20 9 9.09 Salary 19.5 0 0.00
21 8 8.08 Union/ local  conference p o l ic ie s  and system 19.5 0 0.00




























§ RANK ORDER, FREQUENCY, AND PERCENTAGES OF DISSATISFIERS BASED ON
o CRITICAL INCIDENTS COMPARED WITH THOSE BASED ON
3= FORCED-CHOICE STRUCTURED QUESTIONS
Rank Forced--Choice D i s s a t i s f i e r  Categories Rank Cri t i c a l Incidents
Order Frequency Percentage Order Frequency Percentage
1 10 10.10 Union/local  conference p o l i c ie s 14.5 2 1.87
2 9 9.09 Job secur i ty 10.5 3 2.80
4 8 8.08 Interpersonal re la t io n s  wi th  p r inc ipal 2 14 13.08
4 8 8.08 Supervision,  technical  help,  and 19 1 0.09
8 8.08
encouragement given
4 Work condi t ions 6 7 6.54
6.5 7 7.07 Salary 20 0 0.00
6.5 7 7.07 D is c ip l I n e 1 20 18.69
9 6 6.06 Professional  growth 14.5 2 1.87
9 6 6.06 A v a i l a b i l i t y  o f  resources, suppl ies . 19 1 0.09
6.06
equipment
9 6 P a r t ic i p a t io n  in school decision making 14.5 2 1.87
10 5 5.05 Recogni Cion 19 1 0.09
11.5 4 4.04 School p o l ic ie s  and administra t ion 4 11 10.28
11.5 4 4.04 E x t r a - c u r r i c u l a r  a c t i v i t i e s 10.5 3 2 .80
13 3 3.03 Advancement in career 19 1 CUO9
15.5 1 1.01 Achievement 14.5 2 1.87
15.5 1 1.01 Respons ib i l i ty  delegated 10.5 3 2.80
16 1 1.01 Factors in personal l i f e 19 1 0.09
20 0 0.00 Interpersonal re la t io ns  with  students 3 12 11.21
20 0 0.00 Interpersonal re la t io n s  wi th  peers,  
parents,  and s t a f f
5 8 7.48
20 0 0.00 Work i t s e l f 10.5 3 2.80
20 0 0.00 Status 7 6 5.61













NUMBER AND AVERAGE OF CRITICAL INCIDENTS 






Nuirberand Average of  Incidents

















M ar i ta l  status  
Married 
Single







B.A. or B.S. from Advent I s t  i n s t i t u t i o n  
B.A. from non-Adventist  in s t i t u t i o n
M.A. from Adventist  I n s t i t u t i o n  
M.A. from Non-Advent 1st i n s t i t u t i o n
Teaching experience in SDA schools 
1-3 years 
4-6  years 
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Number and Average of  Incidents
S o n s e s  S a t i s f i e r s  D is s a t is f  iers  Total  gat ssat.
Teaching experience in non-Adventist  schools
None 47 100 61 161 2.13 1.30
1-3 15 23 30 53 1.53 2.00
4-6 2 4 1 5 2.00 0.50
7-9 2 2 5 7 1.00 2.50
10+ 2 5 4 9 2.50 2.00
State  c e r t i f i e d 52 100 77 177 1.92 1.48
Not State  c e r t i f i e d 23 43 27 70 1.87 1.17
Type of  school
Boarding 41 71 58 129 1.73 1.41
Day school 30 59 46 105 1.97 1.53
Combination (Boarding and Day) 4 15 3 18 3.75 0.75
Average number of students in class
Under 20 24 42 28 70 1.75 1.17
Above 20 51 103 79 182 2.02 1.55
Teaching Area
Business Education 9 13 13 26 1.44 1.44
English and languages 15 30 17 47 2.00 1.13
Fine Arts 9 l4 17 31 1.56 1.89
Prac t ica l  Arts 6 13 5 18 2.17 0.83
Mathematics-Computer Science 6 10 10 20 1.67 1.67
Physical Educat ion-Health 6 11 7 18 1.83 1.17
Rel igion 12 24 17 31 2.00 1.42
Science 8 20 13 33 2.50 1.63
























Number and Average of Incidents
Subgroup Number of S a t i s f i e r s D I s s a t i s f i e r s Total AverageResponses Sat is . Dissat.
F u l f i l lm e n t  of  expectat ions  
Not a t  al  1 0 0 0 0 0.00 0.00
Very l i t t l e 4 9 4 13 2.25 1.00
Only p a r t ly 14 28 24 52 2.00 1.71
Mostly 40 67 58 125 1.68 1.45
























A COMPARISON OF RANK ORDER OF SEVENTEEN CATEGORIES OF 
SATISFACTION AND DISSATISFACTION BASED ON FOUR 

















Categories Khi l lah Hansen-Stanley Stembridge HerzbergSati  s. Dissat . Sa t is . Dissat . Sa t is . Dissat . Sa t is . Dissat .
Interpersonal r e la t io n s  wi th
students (subordinates)* 1 3 2 2 3 4 8 15
Achievement 2 11.5 1 5 I 8 1 11
Recogni t ion 3 14 3 11 2 9 2 3
Work i t s e l f 4 9 4 3 7 10.5 3 6
Factors in personal l i f e 5 16.5 12 16 9 5.5 15 12.5
Interpersonal re la t io n s  wi th
peers, parents,  s t a f f 6 .5 5 5.5 6 4 2 11 9.5
Status 6 .5 7 5.5 8 14 14.5 9 14
P o s s i b i l i t y  fo r  growth 8 .5 11.5 7 14 6 14.5 7 9.5
Job secur i ty 8 .5 9 16.5 15 14 5.5 16 16
Advancement in career 12 14 11 17 11 13 5 7.5
Interpersonal re la t io n s  wi th 12 2 8 7 9 10.5 10 5
pr inc ipal  (work supervisor)*
Supervision,  technical  help,  and 12 14 13 12 17 16.5 12 2.0
encouragement
Working condi t ions 12 6 15 9 9 3 14 7.5


























TABLE 15— Cont i nued
Categories Khi1lah Hansen-Stanley- Stembridge HerzbergSat is . Dissat . Sat I s. Dissat . Sa t is . Dissat . Sa t is . Dissat .
Salary 16 16.5 14 13 14 12 6 4
Respons ibi l i ty  delegated 16 9 9 10 12 16.5 4 12.5
School p o l ic ies  and administrât !  
(company)*
Ion 16 4 16.5 4 5 1 13 1














A Cotnparison o f  the Rank Order o f  Highly  S a t i s f y i n g  
Factors Based on the Forced-Choice S t ru c tu re d  
Quest ions and tha t  o f  the C r i t i c a l  Inc id en ts
The comparison between the way the subjec t  responded to the  
second sec t io n  o f  the instrument  ( fo r c e d - c h o ic e  s t ru c tu re d  quest ions)  
and to the t h i r d  sec t ion  ( th e  c r i t i c a l  in c id en ts )  is shown in T a b l e  
16. To d is cover  the e x is te n c e  o f  a c o r r e l a t i o n  of  lack o f  i t ,  a 
Spearman's r a n k -o r d e r  c o r r e l a t i o n  ( r^ )  was c a l c u l a t e d .  The a bso lu te  
value  o f  r^ was 1 .0  a t  the aC = .05 w i t h  N = 22— a p e r f e c t  c o r r e l a ­
t i o n .  H enceforth ,  i t  can be concluded t h a t  there  is a p e r f e c t  p o s i t i v e  
c o r r e l a t i o n  between the responses o f  the teachers in the way they  
expressed t h e i r  j o b - s a t i s f a c t i o n  through fo r ce d -c h o i ce  s t r u c tu r e d  
quest ions ( o b j e c t i v e  type)  and the c r i t i c a l  inc iden ts  ( th e  s u b j e c t i v e  
t y p e ) .
A Comparison o f  the Rank Order o f  Highly  D i s s a t i s f y i n g  
Factors Based on the Forced-Choice S t ru c tu re d  
Quest ions and th a t  of  the C r i t i c a l  In c id en ts
With the same s t a t i s t i c a l  procedure (see Table  17) ,  i t  was 
found t h a t  the a b s o lu te  value o f  r^ = 0 .5 26  which is g r e a t e r  than the 
c r i t i c a l  va lue  o f  .344 w i t h  N *  22 and o^. = . 0 5 .  Since the abso lu te  
value  o f  r^ is g r e a t e r  than the ta b le  value of  r^,  there  is a p o s i t i v e  
c o r r e l a t i o n  between the way the teachers expressed t h e i r  job d i s s a t i s ­
f a c t i o n  in responding to the f o r c e d -c h o i c e  s t ru c tu re d  quest ions and 
the c r i t i c a l  in c id e n ts .
R e l a t io n s h ip s  Between Job S a t i s f a c t i o n / D i s s a t i s f a c t i o n  
and F u l f i l l m e n t  as Shown by the Responses to  the  
Forced-Choice S t ru c tu re d  Quest ions  
by the Various Sub-groups
In o rd er  to f i n d  the e x i s t i n g  r e l a t i o n s h i p s  between job s a t i s ­
f a c t i o n / d i s s a t i s f a c t i o n  and the responses o f  the d i f f e r e n t  sub-groups
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TABLE 16
A COMPARISON OF HIGHLY SATISFYING FACTORS BASED ON 
THE FORCED-CHOICE STRUCTURED RESPONSES 
AND THOSE OF THE CRITICAL INCIDENTS
Rank Order  
o f  Forced 
Responses
Categor ies
Rank Order  
o f  Cri  t i c a l  
In c id en ts  
Responses
1 In terpersona l  r e l a t i o n s  w i t h  p r i n c i p a l 14
2 In te rpersona l  r e l a t i o n s  w i t h  students 1
3 Inte rp ers ona l  r e l a t i o n s  w i t h  p e e r s , 
paren ts ,  and o th e r  s t a f f
7 .5
4 Status 7 .5
5 Work i t s e l f 5
6 Factors in personal l i f e 6
7 Job s e c u r i t y 10
8 Responsibi1 i ty 19.5
9 Pr ofess ional  growth 10
11 Advancement in c a re e r 14
11 Working c on d i t io n s 14
11 Commitment to s e r v ic e 4
13.5 School p o l i c i e s  and a d m i n i s t r a t i o n 19.5
13.5 A v a i l a b i l i t y  o f  resources,  s upp l i es ,  
equ i pment
19.5
15.5 Recogn i t ion 3
15.5 P a r t i c i p a t i o n  in school dec is io n  making 10
17 Di scip i  ine 14
18.5 Achievement 2




21 Un i o n / l o c a l  conference p o l i c i e s 19.5
22 E x t r a - c u r r i c u l a r  a c t i v i t i e s 19.5
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TABLE 17
A COMPARISON OF HIGHLY D IS S A T IS FY IN G  FACTORS BASED ON
THE FORCED-CHOICE STRUCTURED RESPONSES
AND THOSE OF THE C R IT IC A L  INCIDENTS
Rank Order  
of  Forced 
Responses
Categor ies
Rank Order  
o f  C r i t i c a l  
1nc i dents  
Responses
1 U n io n / lo ca l  conference p o l i c i e s 14.5
2 Job s e c u r i ty 10.5
k In terpersona l  r e l a t i o n s  w i t h  p r i n c i p a l 2
4 Superv is ion ,  techn ica l  h e lp ,  and 
encouragement g iven
19
4 Working con d i t io n s 6
6 .5 Sa 1 a ry 20
6 . 5 D i s c i p l i n e 1
9 Profess ional  growth 14.5
9 A v a i l a b i l i t y  o f  resources,  su p p l i es ,  and 
equ i pment
19
9 P a r t i c i p a t i o n  in school dec is ion  making 14.5
10 Recogn i t  ion 19
11.5 School p o l i c i e s  and a d m i n i s t r a t i o n 4
11.5 E x t r a - c u r r i c u l a r  a c t i v i t i e s 10.5
13 Advancement in c a re e r 19
15.5 Achievement 14.5
15.5 R e s p o n s i b i l i t y  delegated 10.5
16 Factors in personal l i f e 19
20 In terpersona l  r e l a t i o n s  wi th  students 3
20 Int erpersona l  r e l a t i o n s  w i t h  peers ,  
par en ts ,  and o th e r  s t a f f
5
20 Work i t s e l f 10.5
20 Status 7
20 Commitment to se rv ic e 8
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to the f o r c e d -c h o i c e  s t r u c tu r e d  quest ions .  C h i -square  c a l c u l a t i o n s  
were needed. T h e r e f o r e ,  the 1-5 sca le  was broken down in to  two c r i ­
t e r i a  instead o f  f i v e .  Responses 4 and 5 were considered as h ig h ly  
s a t i s f i e d ;  1 and 2 as h ig h ly  d i s s a t i s f i e d ,  and 3 (no response or  
not important  to  me) had no v a lu e .  On these bases the  c a l c u l a t i o n s  
of  c h i -s q u a r e  were made.
Only n ine teen Chi -square values showed s i g n i f i c a n t  r e l a t i o n ­
ships.  The r e s t  of  the c a l c u l a t e d  Chi -squares were not  s i g n i f i c a n t ,  
t h e r e f o r e ,  not  used. i t  was found th a t  a r e l a t i o n s h i p  e x i s t s  between 
nineteen f a c t o r s  ( c a te g o r ie s  in sec t ion  two o f  the q u e s t i o n n a i r e )  and 
var ious  sub-groups w i t h i n  sect ion  one of  the q u e s t i o n n a i r e )  and v a r i ­
ous sub-groups w i t h i n  sec t ion  one o f  the q u e s t i o n n a i r e .  Tables 18-23  
show t h a t  the teachers who were f u l f i l l e d  were more s a t i s f i e d  than 
those who were not  f u l f i l l e d .  A lso,  those f u l f i l l e d  teachers were 
more s a t i s f i e d  than d i s s a t i s f i e d .
In c a l c u l a t i n g  the ch i -s quare s  f o r  sec t ions  I and 11 o f  the  
instrument  these f i n d i n g s  were revea led:
The D i f f e r e n t  Age Groups
in comparing the f a c t o r  o f  p r o fe s s io n a l  growth w i t h  age 
groups (Tab le  24) i t  is found th a t  the most s a t i s f i e d  teachers are  
those who were 50+ y e a r s .  Eighteen o f  n in e teen  teachers  (95o) were  
h ig h ly  s a t i s f i e d .  The next  subgroup of  teachers was between 41-49  
years o f  age and f i f t e e n  o f  e ighteen  (83%) were h i g h l y  s a t i s f i e d .
The t h i r d  group was those 35-40  years  o i d ,  where t h i r t e e n  o f  seven­
teen ( 7 6 . 5%) were h ig h ly  s a t i s f i e d .  The f o u r t h  groups was the 2 6 -34 -  
y e a r - o l d s ,  t w e n t y - f o u r  o f  the t h i r t y - f o u r  ( 71%) were h ig h ly  s a t i s f i e d .  
The f i f t h  and l a s t  group was the 2 0 - 2 5 - y e a r - o l d s .  They were a l l
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TABLE 18
SATISFACTION AND D ISSATISFACTIO N WITH RECOGNITION
AS PERCEIVED BY TEACHERS WITH FULFILLMENT
C l a s s i f i c a t i o n  
o f  Responses Number o f  Responses Percentage
T o ta l  responses = 77 100.00
S a t i s f i e d 62 8 0 .5 2
D i ssat i s f i e d 15 19.48
Most ly = 73 94.81
Sa t i  s f i e d 62 84.93
D is sa t  i s f i e d 11 15.07
P a r t l y  = 4 5 .1 9
Sat i s f  ied 0 0 .0 0
D i ssat  i s f i e d 4 100.00
There is a s i g n i f i c a n t  r e l a t i o n s h i p  between r e c o g n i t io n  and f u l f i l l m e n t  
as perceived by teachers a t  a<, = . 05  w i t h  1 d . f . ,  X = 12.4449 and s i g ­
n i f i c a n c e  = .0 004 .  I t  can be concluded t h a t  the more recognized the  
teachers a r e ,  the more they a re  f u l f i l l e d .
TABLE 19
SATISFACTION AND DISSATISFACTION RELATED TO INTERPERSONAL 
RELATIONS WITH THE PRINCIPAL AS PERCEIVED
BY TEACHERS WITH FULFILLMENT
C l a s s i f i c a t i o n  Number o f  Responses Percentage
o f  Responses
T o ta l  responses = 80 100.00
S a t i s f i e d 67 8 3 .7 5
D i s s a t i s f i e d 13 16.25
Mostly = 75 93 .7 5
Sat i s f  ied 65 8 6 .6 7
D i ssat  i s f i e d 10 13.33
P a r t l y  = 5 6 . 2 5
Sat i s f  ied 2 40 .0 0
D issa t  i s f i e d 3 6 0 .0 0
There is a s i g n i f i c a n t  r e l a t i o n s h i p  between in te r p e r s o n a l  r e l a t i o n s  
w i t h  the p r i n c i p a l . a n d  f u l f i l l m e n t  as perce iv ed  by teachers a t  = 
.05  w i t h  1 d . f . ,  X = 4 .4 6 38  and s i g n i f i c a n c e  = .0 34 6 .  I t  can be con­
cluded the b e t t e r  the r e l a t i o n s  w i t h  the p r i n c i p a l ,  the more the  
teachers were f u l f i l l e d .
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TABLE 20
SATISFACTION AND DISSATISFA CTIO N WITH INTERPERSONAL
RELATIONS WITH STUDENTS AS PERCEIVED BY
TEACHERS WITH FULFILLMENT
Class i f i c a t i o n  
o f  Responses Number o f  Responses Percentage
To ta l  responses = 82 100.00
Sat i  s f i e d 78 95.12
D i s s a t i  sf  i ed 4 4.88
Most ly = 77 93 .90
S a t i s f i e d 75 97.40
D i ssat  i s f i e d 2 2 .60
P a r t l y  = 5 6 .1 0
Sat i  s f i e d 3 60.00
D i s s a t i s f i e d 2 40 .0 0
There is a s i g n i f i c a n t  r e l a t i o n s h i p  between r e l a t i o n s  w i t h  students and 
f u l f i l l m e n t  as perceived  by teachers a t o C =  .05 w i t h  1 d . f . ,  X = 7 .2422  
and s i g n i f i c a n c e  = .0 071 .  Th is  means th a t  the b e t t e r  the tea chers '  
r e l a t i o n s  w i t h  the students the more the teachers were f u l f i l l e d .
TABLE 21
SATISFACTION AND DISSATISFACTION WITH INTERPERSONAL 
RELATIONS WITH PEERS AND PARENTS AS PERCEIVED 
BY TEACHERS WITH FULFILLMENT
C l a s s i f i c a t i o n  Number o f  Responses Percentage
o f  Responses
• To ta l  responses » 8l
S a t i s f i e d 74 91 .36
D i ssat  i s f i  ed 7 8 .6 4
Most ly = 76 93.83
S a t i s f i e d 72 94 .74
D i ssat  i s f  i ed 4 5.26
P a r t l y  = 5 6 .1 7
Sat i s f  ied 2 4 0 .0 0
D i s s a t i  s f  i ed 2 6 0 .0 0
There is a s i g n i f i c a n t  r e l a t i o n s h i p  between i n t e r p e r s o n a l  r e l a t i o n s  
w it h  peers and parents  and f u l f i l l m e n t  o f  teachers at'^c = .05  wi th
l . d . f . ,  X = 11.5451  and s i g n i f i c a n c e  = .0 00 7.  Th is  shows t h a t  the  
b e t t e r  the r e l a t i o n s  w i t h  peers and par en ts ,  the more f u l f i l l e d  were  
the teachers .
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TABLE 22
SATISFACTION AND DISSATISFA CTIO N WITH PAR TIC IPATION
IN DECISION MAKING AS PERCEIVED BY
TEACHERS WITH FULFILLMENT
C l a s s i f i c a t i o n  
of  Responses Number o f  Responses Percentage
Tota l  Responses = 73 100.00
Sat i  s f i e d 54 7 3 .97
D i s s a t i s f i e d 19 26.03
Most ly  = 69 9 4 .5 2
Sat i  s f i e d 54 78 .26
D i s s a t i s f  ied 15 21.74
P a r t l y  = 4 5 .48
Sat i s f  ied 0 0 .0 0
D is s a t i  s f i e d 4 100.00
There is a s i g n i f i c a n t  r e l a t i o n s h i p  between p a r t i c i p a t i o n  in the d e c i ­
sion making and f u l f i l l m e n t  as perce ived  by teachers a t  oc = .05  wi th  
1 d . f . ,  = 8.3061  and s i g n i f i c a n c e  = .0290 .  I t  is concluded th a t  the
more the teachers p a r t i c i p a t e  in the school dec is ion  making processes  
the more f u l f i l l e d  were the teachers .
TABLE 23
SATISFACTION AND DISSATISFACTION WITH COMMITMENT TO 
SERVICE AS PERCEIVED BY TEACHERS WITH FULFILLMENT
C l a s s i f i c a t i o n  
of  Responses Number o f  Responses Percentage
To ta l  Responses = 80 100.00
S a t i s f i e d 73 9 1 .2 5
Di ssa t i  s f i e d 7 8 .7 5
Most ly  = 75 9 3 .7 5
Sat  i sf  i ed 71 9 4 .6 7
Di s s a t i  s f i e d 4 5 .33
P a r t l y  = 5 6 .2 5
Sat i s f  i ed 2 4 0 .0 0
Di ssa t i  s f i e d 3 6 0 .0 0
There is a s i g n i f i c a n t  r e l a t i o n s h i p  between commitment to s e r v i c e  and 
f u l f i l l m e n t  as perce ived  by teachers a t = .05  w i t h  l . d . f . ,  X 2 =
11.3659  and s i g n i f i c a n c e  = .0 008 .  T h e r e f o r e ,  the more the teachers  
were committed to the m i n i s t r y  o f  teaching and s e r v i c e ,  the more fu i  -  
f  i 11ed they were.
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TABLE 24
SATISFACTION AND DISSATISFACTION WITH PROFESSIONAL 
GROWTH AS PERCEIVED BY TEACHERS ACCORDING 
TO THEIR AGE SUBGROUPS
Class i f  i c a t  ion 
o f  Responses Number o f  Responses Percentage
Tota l  Responses = 92 100.00
Sat  i s f i  ed 70 76.09
Di ssa t i  s f i e d 22 23.91
Age Subgroups
20-25 = 4 4 .35
Sat i  s f i e d 0 0 .0 0
D issa t  i s f  ied 4 100.00
26-34  = 34 36 .96
Sat i s f  i ed 24 71 .00
0 i s sa t  i sf  ied 10 29 .00
35-40 = 17 18.48
Sat i s f  i ed 13 76 .50
Di s sa t i  s f i e d 4 23 .50
41-49 = 18 19.15
Sat i  s f  i ed 15 8 3 .0 0
Di ssa t i  s f i e d 3 17.00
50+  « 19 20.65
Sat i s f  i ed 18 9 5 .0 0
Di ssa t i  s f i e d 1 5 .00
There is a s i g n i f i c a n t r e l a t i o n s h i p  between pro fe ss io na l growth
and tea ch ers '  ages,  in t h e i r  degree o f  s a t i s f a c t i o n / d i s s a t i s f a c t i o n .
a t  ^  = .05  and 4 d . f . . X2 = 17.44522  and s i g n i f i a n c e  = . 00151 .
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d i s s a t i s f i e d  w i t h  t h e i r  p ro fe ssiona l  growth.  None o f  these teachers  
were h ig h ly  s a t i s f i e d .  I t  is concluded t h a t  the o l d e r  the teacher  
the more s a t i s f i e d  he/she is w i t h  h i s / h e r  pro fe ss io na l  growth.
I n t e r r e l a t i o n s  w i t h  the P r i n c i p a l  
by Age Groups
Of the teachers 50+ years o l d ,  a l l  twenty-one (100%) were h ighly  
s a t i s f i e d  w i t h  t h e i r  r e l a t i o n s h i p s  to  the p r i n c i p a l  (Tab le  2 5 ) .  In 
the second age group, teachers between 4 1 -49  y ea r s ,  f i f t e e n  o f  e ig h ­
teen (83%) were h ig h ly  s a t i s f i e d .  Teachers who were 35- 40  years o ld  
repor ted  the same percentage o f  s a t i s f a c t i o n  as those 26-34 years .  
Twenty-one teachers out  o f  t h i r t y - t w o  (66%) were h i g h l y  s a t i s f i e d .
The f i f t h  and l a s t  group were teachers 20-25 years o l d ,  where three  
out  o f  f i v e  (60%) were h ig h ly  s a t i s f i e d .  I t  is concluded th a t  the 
o l d e r  the teacher  the more s a t i s f i e d  he is w i t h  h is  in te rp erso n a l  
r e l a t i o n s  w i t h  h is  school p r i n c i p a l .
Supervis ion by Age
The o l d e s t  group was the teachers o f  50+ years of  age.  S i x ­
teen teachers o f  e ighteen (89%) were h ig h ly  s a t i s f i e d  w i t h  the super­
v i s i o n  provided (Table  2 6 ) .  The second age group was 35-40 years of  
age; ten out  o f  s ix teen  (62.5%) were h ig h ly  s a t i s f i e d .  The t h i r d  
group was the 41- 4 9 - y e a r  o ld s ;  e leven out  o f  e ig hteen  (61.11%)  
r epor ted  being h ig h ly  s a t i s f i e d .  The f o u r t h  group was those who were 
26 -34  years  o l d .  F i f t e e n  out o f  t h i r t y  (50%) repor ted  to be h ig h ly  
s a t i s f i e d .  The age group le a s t  s a t i s f i e d  w i th  sup erv is ion  was 
the 20- 25 - y e a r - o l d s .  One teacher  out  o f  f i v e  (20%) repor ted  to  be 
h i g h l y  s a t i s f i e d .  I t  can be concluded that- the o l d e r  the te acher ,  
the more s a t i s f i e d  he/she is w i t h  supervis ion and the b e t t e r  he/she
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TABLE 25
SATISFACTION AND D ISSATISFA CTIO N WITH INTERPERSONAL
RELATIONS WITH PRINCIPAL AS PERCEIVED BY
TEACHERS ACCORDING TO T H E IR  AGE GROUPS
Class i f  i c a t io n  
o f  Responses Number o f  Responses Percentage
To ta l  Responses = 94 100.00
S a t i s f i e d 75 7 9 .7 9
Di s s a t i  s f i e d 19 20.21
Age Subgroups
20-25 = 5 5 .3 2
Sat  i s f  ied 3 6 0 .0 0
Di s s a t i  s f i e d 2 4 0 .0 0
26-34 = 32 3 4 .0 4
S a t i s f i e d 21 6 6 .0 0
D i s s a t i s f i e d 11 3 4 .0 0
35-40 = 18 19.15
Sat i  s f i e d 15 . 8 3 . 0 0
Di s s a t i s f i e d 3 17 .00
4 1- 49  = 18 19.15
S a t i s f i e d 15 8 3 .0 0
Di s s a t i  s f i e d 3 17.00
50+ = 21 22.34
S a t i s f i e d 21 100.00
Di s s a t i  s f i e d 0 0 .0 0
There is a s i g n i f i c a n t  r e l a t i o n s h i p  between the t e a c h e r 's  r e l a t i o n s  
w it h  the p r i n c i p a l  and t h e i r  ages a t  cL  = . 0 5 ,  4 d . f . ,  = 10.7943
and s i g n i f i c a n c e  » .0 29 0.  Data suggest t h a t  the o l d e r  the teachers  
were,  the b e t t e r  t h e i r  r e l a t i o n s  w i t h  the p r i n c i p a l .
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TABLE 26
SATISFACTION AND D IS S A T IS FA C T IO N  WITH SUPERVISION AS
PERCEIVED BY TEACHERS ACCORDING TO T H E IR  AGE GROUPS
C l a s s i f i c a t i o n  
of  Responses Number o f  Responses Percentage
Tota l  Responses = 87 100.00
Sat i s f  i ed 53 60 .92
D i ssat  i s f  ied 34 39.08
Age Subgroups
20-25  = 5 5.75
Sat i  s f i e d 1 20.00
Di ssat  i s f  ied 4 80.00
26-34  = 30 34.48
Sat i  s f i e d 15 50.00
D i ssat  i s f i e d 15 50.00
3 5-40  = 16. 18.39
Sat i s f i e d 10 6 2 .5 0
Di ssat  i s f  ied 6 38 .50
4 1-49  = 18 20.69
Sat i s f  i ed 11 61.11
D i ssat  i s f  ied 7 38.89
50+ = 18 20.69
Sat i s f  ied 16 89 .8 9
D i ssat  i s f  ied 2 10.11
There is a s i g n i f i c a n t  r e l a t i o n s h i p  between supervis ion  and how 
teachers  r e l a t e d  to i t  according  to  t h e i r  age a t  aA = .0 5 ,  4 d . f . ,  
X2 m 10.9506  and s i g n i f i c a n c e  = . 0 27 1 .  I t  seems tha t  the o l d e r  the  
teachers  the more s a t i s f i e d  they were w i t h  superv is io n .
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understands the r o l e  o f  the supervisor  to  be a h e l p e r  ra th e r  than 
being a t h r e a t .
E f f e c t i v e n e s s  o f  Union/Local  Conference  
P o l i c i e s  as Perceived by the D i f f e r e n t  
Age Groups
Tab le  27 shows th a t  the age groups most s a t i s f i e d  w i t h  the  
e f f e c t i v e n e s s  o f  conference p o l i c i e s  were those who a re  35-40 years  
o ld .  F i f t e e n  out  o f  seventeen (88.24%) were h ig h ly  s a t i s f i e d .  The 
second group was those who are  50+ years o l d .  S ixteen out o f  n i n e ­
teen (84.21%) were h ig h ly  s a t i s f i e d .  The t h i r d  group was those 20-25  
years o f  age. Three out  o f  fo u r  were h i g h l y  s a t i s f i e d .  The f o u r t h  
group was those whose ages ranged from 41- 49  yea rs .  Ten out  o f  seven­
teen ( 5 8 . 82%) were h ig h ly  s a t i s f i e d .  The f i f t h  group was the 26-34  
year  o ld s :  only  s ix teen  out  o f  t h i r t y - t w o  ( 50%) were h ig h ly  s a t i s f i e d
E f f e c t i v e n e s s  o f  Union/Local  Conference  
P o l i c i e s  as Perceived by Teachers and 
Where T h e i r  Bachelors Degrees Were 
Earned
The e f f e c t i v e n e s s  o f  the Union Conference p o l i c i e s  as p e r ­
ceived by the teachers w i th  earned Bachelor  degrees was a lso  c o n s i ­
dered.  T ab le  28 shows t h a t  Che f i r s t  h ig h ly  s a t i s f i e d  group was those  
who have t h e i r  degree from A d ve n t is t  schools o f  h igher  educat ion .  
F i f t y - f o u r  teachers out  o f  s e v e n t y - f i v e  (72%) reported to be h ig h ly  
s a t i s f i e d .  The second group cons isted o f  those who received t h e i r  
degrees from p u b l ic  i n s t i t u t i o n s .  Three teachers out  o f  ten (30%) 
were h ig h ly  s a t i s f i e d .  The t h i r d  group was those teachers who 
re ceived  t h e i r  degrees from n o n -A d ve n t i s t ,  non -p ub l ic  (o ther )  i n s t i ­
t u t i o n s ,  where one out  o f  four  (25%) was h ig h ly  s a t i s f i e d  w i th  un ion /  
local  conference o o l i c i e s .
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TABLE 27
SATISFACTION AND DISSATISFACTION WITH EFFECTIVENESS
OF UNION/LOCAL CONFERENCE P O LIC IE S  AS PERCEIVED
BY TEACHERS ACCORDING TO T H E IR  AGE GROUPS
C l a s s i f i c a t i o n  
o f  Responses Number o f  Responses Percentage
Tota l  Responses = 89 100.00
Sat i s f  ied 60 6 7 .4 2
D i s s a t i s f i e d 29 32.58
Age Subgroups
20-25 = 4 4 .4 9
S a t i s f i e d 3 75.00
Di ssa t i  s f i e d 1 25.00
26-34 = 32 35.96
Sat i  s f i e d 16 50.00
Di s s a t i s f i e d 16 50 .00
35-40 = 17 19.10
S a t i s f i e d 15 88.24
Di ssat  i s f i e d 2 6 .9 0
41-49 = 17 19.10
Sat i s f  i ed 10 58.82
Di ssa t i  s f i e d 7 41.18
50+ = 19 21.35
Sat i s f i e d 16 84.21
Di s s a t i s f  ied 3 15.79
There is a s i g n i f i c a n t  r e l a t i o n s h i p  between tea ch ers '  s a t i s f a c t i o n  
w i th  the e f f e c t i v e n e s s  o f  the u n io n / lo c a l  conference p o l i c i e s  and 
t h e i r  age a t  ex. = .0 5 ,  4 d . f . ,  = 10.8886 and s i g n i f i c a n c e  = .0278.
From the data i t  appears t h a t  there  is no age t rend in degree of  
s a t i s f a c t i o n .
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TABLE 28
SATISFACTION AND DISSATISFACTION WITH EFFECTIVENESS OF
UNION/LOCAL CONFERENCE POLICIES AS PERCEIVED BY
TEACHERS HOLDING BACHELORS DEGREES
C l a s s i f i c a t i o n  
o f  Responses Number o f  Responses Percentage
T o ta l  Responses = 89 100.00
S a t i s f i e d 60 6 7 -42
D i s s a t i s f i e d 29 32.58
B.A. from A d ve n t is t
I n s t i t u t i o n  = 75 8 4 .2 7
S a t i s f i e d 54 72.00
D i s s a t i s f  ied 21 28.00
B.A. from Pu bl ic
I n s t i t u t i o n  = 10 11.24
Sat i  s f i e d 3 3 0 .0 0
D i s sa t i  s f  ied 7 70.00
B.A. from Other
I n s t i t u t i o n  = 4 4 .4 9
Sat i  s f i e d 1 25.00
Di s s a t i  s f i e d 3 75-00
There is a s i g n i f i c a n t  r e l a t i o n s h i p  between the way teachers p e r ­
ce i vec the un i o n / l o c a l  conference p o l i c i e s  and where (A d v en t is t  or  
n o n -A d ven t i s t )  t h e i r  Bachelors  were earned a t  <3^ = . 0 5 ,  2 d . f . ,
*  7 -1952 and s i g n i f i c a n c e  = .0274.  I t  can be concluded th a t  
where degrees were ob ta in ed  (earned) , from an A d v e n t i s t  c o l l e g e  o r  
u n i v e r s i t y ,  the more s a t i s f i e d  teachers were w i t h  the e f f e c t i v e ­
ness o f  the u n i o n / l o c a l  conference p o l i c i e s .
E x t r a - C u r r i c u l a r  A c t i v i t i e s  by Where 
the Masters Degree was Earned 
( A d v en t is t  vs.  Non-Advent is tF
E x t r a - c u r r i c u l a r  a c t i v i t i e s  were a source o f  s a t i s f a c t i o n  f o r  
most teachers w i t h  M a s te r 's  degrees from A d v e n t i s t  i n s t i t u t i o n s .  This  
is e v id e n t  f rom Table  29,  among the t h i r t y - t w o  tea chers  who have t h e i r  
M . A . ' s from an A d ve n t is t  i n s t i t u t i o n ,  t w e n t y - s i x  (81.25%) were h ig h ly  
s a t i s f i e d  w i t h  t h e i r  e x t r a - c u r r i c u l a r  a c t i v i t i e s .  Of the second
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
122
TABLE 29
SATISFACTION AND DISSATISFACTION WITH EXTRA-CURRICULAR 
ACTIVITIES AS PERCEIVED BY TEACHERS WHO GRADUATED 
WITH MASTERS DEGREES FROM AN ADVENTIST COLLEGE OR 
UNIVERSITY VS. NON-ADVENTIST UNIVERSITY
Class i  f i c a t i o n  
o f  Responses
Number o f  Responses Percentage
Tota l  Responses = 55 100.00
Sat i s f  i ed 37 67 .2 7
D i ssat  i s f i e d 18 32.73
M.A. from S.D.A.
1nst  i t u t  ions = 32 58.18
Sat i s f  ied 26 8 1 .2 5
D i ssat  i s f  ied 6 18.75
M.A. from Non-S.D.A.
1nst  i t u t  ions = 23 4 1 ,8 2
Sat i s f  ied 11 47.83
D i ssat  i s f  ied 12 52.17
There is a s i g n i f i c a n t  r e l a t i o n s h i p  between the tea ch e rs '  s a t i s f a c t i o n  
w i t h  the e x t r a - c u r r i c u l a r  a c t i v i t i e s  and where they earned t h e i r  Mas­
t e r ' s  degrees a t  the o<. = .0 5 ,  1 d . f . ,  X^ = 5 .3569  and s i g n i f i c a n c e  = 
.020 6.  Teachers who graduated w i t h  t h e i r  Masters from an A d ve n t is t  
i n s t i t u t i o n  o f  h igher  edu cat ion  appear to  be more s a t i s f i e d  w i t h  the  
e x t r a - c u r r i c u l a r  a c t i v i t i e s .
group, those teachers who have t h e i r  M.A. ' s from n on-A dvent i s t  i n s t i ­
t u t i o n s ,  on ly  e leven teachers out  o f  t w e n t y - t h r e e  (47.83%) were h ig h ly  
sat  i s f  ied.
Advancement in Career  as Perceived by 
Teachers w i t h  Teaching Exper ience in 
A d v e n t i s t  Schools
Advancement in c a r e e r  was perceived  by exper ienced teachers
in A d v e n t i s t  schools as a source o f  s a t i s f a c t i o n .  As seen in Table
30,  the most s a t i s f i e d  group was those w i t h  no teaching exper ience in
A d v e n t i s t  schools where two out  o f  two teachers were h ig h ly  s a t i s f i e d .
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TABLE 30
SATISFACTION AND DISSATISFACTION WITH ADVANCEMENT 
IN CAREER AS PERCEIVED BY TEACHERS WITH TEACHING 
EXPERIENCE IN ADVENTIST SCHOOLS
C l a s s i f i c a t i o n  
o f  Responses Number o f  Responses Percentage
Total  1Responses1 = 93 100.00
Sat i s f i e d 70 75 .2 7
Di ssat  i s f i ed 23 24.73
No Experience = 2 2 .1 5
Sat i s f  i ed 2 100.00
Di ssat  i sf i ed 0 0 .0 0
1-3 Years = 18 19.35
Sat i s f  i ed 10 55.56
Di ssat  i s f i  ed 8 44.44
4-6 Years = 16 17.20
Sat i sf  i ed 10 6 2 .5 0
Di s s a t i  sf i ed 6 3 7 .5 0
7-10 Years = 15 16.13
Sat i s f  i ed 9 6 0 .0 0
Ü i s sa : i s f i  ed 6 4 0 .0 0
10+ Years = 42 4 5 .16
Sat i s f  i ed 39 92 .8 6
Di ssat  i s f i ed 3 7 .14
There is a s i g n i f i c a n t  r e l a t i o n s h i p  between the  teachers '  advancement  
in c a re e r  and the  number o f  years teaching in Advent i s t  schools a t  the  
« . 0 5 ,  4 d . f . ,  = 14.6747  and s i g n i f i c a n c e  = .005 4.  Based on
t h i s  f i n d i n g  i t  is concluded t h a t  the g r e a t e r  the number o f  years  o f  
teaching in A d v e n t is t  schools the more sat  i s i fed were the teachers .
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Those teachers w i t h  10+ years  o f  teaching were second in 
being h ig h ly  s a t i s f i e d .  T h i r t y - n i n e  teachers o f  f o r t y - t w o  (92.86%)  
reported being h ig h ly  s a t i s f i e d .  The t h i r d  group was those who had 
4-6  years  o f  teaching exper ie nce .  Ten teachers out  o f  s ix teen  
(6 2 . 50%) were h ig h ly  s a t i s f i e d .  The fo u r t h  group was those w i t h  
7 -10  years  exper ience;  n in e  out  o f  f i f t e e n  (60%) were h ig h ly  s a t i s ­
f i e d .  The f i f t h  and l a s t  group was those who had 1-3 years o f  
exper ience;  ten out of  e ighteen (55.56%) were h ig h ly  s a t i s f i e d .
Working Condi t ions as Perceived by 
Teachers w i th  Teaching Experience  
in A d v e n t is t  Secondary Schools
Teachers who had no previous teaching exper ience in Advent is t  
schools— th r e e  out  of  th r ee  (100%)— repor ted  tha t  they were h ig h ly  
s a t i s f i e d  w i t h  t h e i r  working co n d i t io n s  (Tab le  3 1 ) .  The second group 
cons is ted  o f  teachers w i th  10+ years o f  teaching exper ience  in 
A d ve n t is t  schools;  t h i r t y - s i x  out  o f  f o r t y - t w o  (86.71%) were h ig h ly  
s a t i s f i e d .  The t h i r d  group cons is te d  o f  teachers w i th  7-10  years  
exper ience;  twelve  out  o f  f  i teen (80%) were h i g h l y  s a t i s f i e d .  The 
f o u r t h  group cons is ted  o f  teachers who had 4 -6  years o f  teaching  
exp er ience  a t  A dve nt is t  schools;  t h i r t e e n  out  o f  seventeen (76.47%)  
were h i g h ly  s a t i s f i e d .  The f i f t h  and l a s t  group cons is te d  o f  
teachers who had 1-3 years o f  teach ing  exper ience  a t  Adve nt is t  
schools;  e i g h t  out  of  e ighteen (44.44%) were h ig h ly  s a t i s f i e d .
Teachers '  Percept ion  on A v a i l a b i l i t y  
o f  Resources vs.  Teaching Exper ience  
in A d v e n t is t  Schools
The a v a i l a b i l i t y  o f  resources was a source of s a t i s f a c t i o n  
fo r  some teachers  w i t h  teaching exper ience  in A d v e n t is t  schools.
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TABLE 31
SATISFACTION AND DISSATISFACTION WITH THE WORKING 
CONDITIONS AS PERCEIVED BY TEACHERS WITH VARYING 
TEACHING EXPERIENCE IN ADVENTIST SCHOOLS
C l a s s i f i c a t i o n  
o f  Responses Number o f  Responses Percentage
Tota 1 Responses = 95 100.00
Sat i s f  ii ed 72 75.79
D i s s a t 1i sf  i ed 23 24.21
No Teach i ng Exper ience = 3 3.16
Sat i  s f Ii ed 3 100.00
D is sa t i i s f  i ed 0 0 .0 0
1-3 Years = 18 18.95
Sat i s f 1I ed 8 44.44
Di ssati i sf  ied 10 55.56
4-6 Years = 17 17.89
Sat i s f i I ed 13 76.47
D issa t i i sf  i ed 4 23.53
7-10 Years = 15 15.79
Sat i s f  ii ed 12 80 .0 0
D i ssat  i s f  i ed 3 20.00
10+ Years = 42 44.21
Sat i s f  i ed 36 85.71
D i ssat  iI s f  ied 6 14.29
There is a s i g n i f i c a n t  r e l a t i o n s h i p  between the working cond i t io ns  
and the t e a c h e r 's  teaching exp er ie nce  a t  t h e o C  = . 0 5 ,  4 d . f . ,
*  13.0004 and s i g n i f i c a n c e  = .0 113 .  I t  is concluded t h a t , of
those teaching  
years teaching  
t e a c h e r s .
in Adve nt is t  schools,  
in Adve nt is t  schools,
the g r e a t e r  the number of  
the more s a t i s f i e d  were the
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Tab le  32 i n d ic a te s  t h a t  the f i r s t  group c ons is te d  o f  teachers w i th  no 
teaching exper ience  in A d v e n t is t  schools;  th r ee  o u t  o f  th r ee  (100%) 
in d ic a ted  t h a t  they were h ig h ly  s a t i s f i e d  w i t h  the a v a i l a b i l i t y  o f  
resources.  The second group cons is te d  o f  teachers who had 10+ years  
o f  exp er ie nce  where t h i r t y - o n e  out  o f  f o r t y - t h r e e  (72.09%) in d ic a ted  
t h a t  they were h ig h ly  s a t i s f i e d .  The t h i r d  group consisted o f  those  
w i th  7 -10  years o f  teaching exper ience;  n in e  out  o f  f i f t e e n  (60%) 
were h i g h l y  s a t i s f i e d .  The f o u r t h  group was t h a t  o f  teachers wi th  
4-6  years  o f  teaching e xper ie nce ,  where n in e  out  o f  s ix teen  (56.25%)  
repor ted  th a t  they were h ig h ly  s a t i s f i e d .  The f i f t h  and l a s t  group 
cons is te d  o f  1-3 years o f  teaching e xper ie nce;  s i x  out  o f  l8  (33-33%)  
were h i g h l y  s a t i s f i e d .
Status as Perceived by Teachers wi th  
Teaching Exper ience in A d ve n t is t  
Schools
Respondents were asked about  t h e i r  s t a t u s .  Table  33 shows 
the teachers most s a t i s f i e d  w i t h  t h e i r  s ta tu s  were those w i t h  the  
hig hes t  number o f  years  o f  exp er ience  in A d v e n t i s t  schools.
The f i r s t  group cons is te d  o f  10+ years o f  teaching e x p e r i ­
ence in A d v e n t is t  schools .  T h i r t y - n i n e  o u t  o f  f o r t y  (97.5%) i n d i ­
cated t h a t  they were h i g h l y  s a t i s f i e d  w i t h  t h e i r  s ta tu s  as tea chers .  
The second group was t h a t  o f  1-3 years o f  teaching exp er ie nce .  T h i r ­
teen out  o f  fo u r te en  (92.86%) were h ig h ly  s a t i s f i e d .  The t h i r d  group 
cons is te d  o f  those who had 7 -1 0  years  o f  teaching  exper ience and 
eleven o u t  o f  fo u r te en  (78.57%) were h i g h l y  s a t i s f i e d .  The fo u r th  
group c ons is te d  o f  teachers w i t h  4 -6  years o f  exper ie nce;  ten out  o f  
t h i r t e e n  (76.92%) were h ig h ly  s a t i s f i e d .  The f i f t h  and l a s t  group 
cons is te d  o f  the teachers w i t h  no teaching  e xp er ie n ce  in A dvent is t
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TABLE 3 2
SATISFACTION AND DISSATISFACTION WITH AVAILABILITY 
OF RESOURCES AS PERCEIVED BY TEACHERS WITH 
TEACHING EXPERIENCE IN ADVENTIST SCHOOLS
Class i f i c a t i o n  
o f  Responses Number o f  Responses Percentage
T o ta l  Responses = 95 100.00
S a t i s f i e d 58 6 1 .0 5
D i s s a t i s f i e d 37 38 .95
No A d ve n t is t  Teaching Exper ience = 3 3.16
Sat i s f i e d 3 100.00
D i s s a t i s f i e d 0 0 .0 0
1-3  Years = 18 18.95
Sat  i s f i e d 6 33.33
D i s s a t i s f i e d 12 6 6 .6 7
4 - 6  Years — 16 16.00
S a t i s f i e d 9 56.25
D i s s a t : s f i e d 7 4 3 .7 5
7 -1 0  Years = 15 15.79
S a t i s f i e d 9 6 0 .0 0
D i s s a t i s f i e d 6 40.00
10+ Years = 43 4 6.10
S a t i s f i e d 31 27.91
D i s s a t i s f i e d 12 12.09
There is a s i g n i f i c a n t  r e l a t i o n s h i p  between tea ch e rs '  s a t i s f a c t i o n  
w i t h  the  a v a i l a b i l i t y  of  resources and t h e i r  number o f  years teach­
ing in A d v e n t i s t  schools a t  36  = . 0 5 ,  4 d . f . ,  » 10.0966 and
s i g n i f i c a n c e  = .0 388 .  I t  is concluded t h a t  the g r e a t e r  the number 
o f  years o f  teaching exper ience  in A d v e n t is t  schoools,  the more the  
teachers were s a t i s f i e d  w i t h  the a v a i l a b i l i t y  o f  resources.
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TABLE 33
SATISFACTION AND DISSATISFACTION WITH STATUS 
OF TEACHERS AS PERCEIVED BY THEMSELVES WITH 
VARYING TEACHING EXPERIENCE IN 
ADVENTIST SCHOOLS
Class i f  ic a t io n  
of  Responses
Number o f  Responses Percentage
Tota l  Responses = 83 100.00
S a t i s f i e d 74 89.16
Di ssat  i sf  ied 9 10.84
No A d ve n t is t  Teaching Experience = 2 2.41
Sat i s f  i ed 1 50.00
D i s s a t i s f i e d 1 5 0 . - 0
1-3  Years = 4 16.87
Sat i s f  i ed 13 92.86
D i s s a t i s f i e d 1 7 .1 4
4 -6  Years = 13 15.66
Sat i s f  i ed 10 76.92
D i ssat  i s f i e d 3 23.08
7“ 10 Years = 14 15.66
S a t i s f i e d 11 78.57
D i s s a t i s f i e d 3 21 .43
10+ Years = 40 48.19
S a t i s f i e d 39 9 7 .5 0
D i s s a t i s f i e d 1 2 .5 0
There is a s i g n i f i c a n t  r e l a t i o n s h i p  between teachers '  s ta tu s  and the  
number o f  years o f  teaching in A d ve n t is t  schools a t  ■at = . 0 5 ,  4 d . f . ,  
= 9.8855  and s i g n i f i c a n c e  = .0424 .  I t  is concluded th a t  the  
g r e a t e r  the number o f  years o f  teaching exper ience in A d ve n t is t  
schools ,  the more s a t i s f i e d  the teachers were w i t h  t h e i r  s ta tu s .
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schools.  One out o f  two (50%) were h i g h l y  s a t i s f i e d .
Commitment to Service as Perceived by 
Teachers w i t h  Teaching Experience  
in A d v e n t is t  Schools
The teachers most s a t i s f i e d  w i th  t h e i r  commitment to  s e rv ic e  
were those wi th  the h ighest  amount o f  teach ing  exper ience  in A d ve n t is t  
schools.  Table  34 shows tha t  teachers w i t h  7 -1 0  years  o f  teaching  
exper ience  were s a t i s f i e d ,  w i th  a l l  s ix tee n  (100%) re p or t in g  to be 
h ig h ly  s a t i s f i e d .  The second group cons is ted  o f  those who had no 
teaching exper ie nce .  Three out  of  thr ee  (100%) in d ic a ted  t h a t  they  
were h i g h l y  s a t i s f i e d .  The t h i r d  group consisted  o f  10+ years o f  
exper ience  in A dvent is t  schools;  f o r t y - o n e  out  o f  f o r t y - f o u r  (93-18%)  
were h i g h l y  s a t i s f i e d .  The f o u r t h  group cons is ted  o f  1-3 years o f  
exper ience wi th  t h i r t e e n  out  o f  e ighteen (72.22%) being h ig h ly  s a t i s ­
f i e d .  The f i f t h  and l a s t  group consisted  o f  4 -6  years o f  teaching  
exp er ience  in Adve nt is t  schools ,  w i t h  ten out  o f  fourt een  (71.43%)  
h ig h ly  s a t i s f i e d .
Status as Perceived by Teachers  
w i th  Teaching Experience in 
Pu b l i c  Schools
In response to the ques t ion  about  s ta tu s ,  pub l ic -school  
teachers w i t h  less teaching exper ience  repor ted  more s a t i s f a c t i o n  
(Table  3 5 ) .  For example,  the f i r s t  group consisted  o f  teachers w i th  
1-3 years o f  teaching exp er ience  in p u b l i c  schools;  fourt een  o f  
fourt een  (100%) were h ig h ly  s a t i s f i e d .  The second group consisted  
o f  10+ years of  teaching exper ience.  In t h i s  group four  teachers out  
o f  four  (100%) in d ic a ted  they were h ig h ly  s a t i s f i e d .  The t h i r d  group 
was o f  teachers w i th  no previous teaching exp er ience  in p u b l ic  schools.
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TABLE 34
SATISFACTION AND DISSATISFACTION WITH TEACHERS' 
COMMITMENT TO SERVICE AS PERCEIVED BY TEACHERS 
WITH VARYING TEACHING EXPERIENCE 
IN ADVENTIST SCHOOLS
Classi  f i c a t i o n  
o f  Responses Number o f  Responses Percentage
Total  Responses = 95 100.00
S a t i s f i e d 83 8 7 .3 7
0 i s s a t i s f i e d 12 12.63
No A d ve n t is t  Teaching Exper ience = 3 3.16
Sat i  s f i e d 3 100.00
D i s s a t i s f i e d 0 0 .0 0
1-3 Years = 18 18.95
Sat I s f  i ed 13 72.22
0 i s s a t i s f i e d 5 27.78
4-6  Years = 14 14.74
S a t i s f i e d 10 71.43
D i s s a t i s f i e d 4 28.57
7-10 Years = 16 16.84
S a t i s f i e d 16 100.00
Di s s a t i s f i e d 0 0 .0 0
10+ Years = 44 4 6 .3 2
S a t i s f i e d 41 93.18
D i s s a t i s f i e d 3 6 .8 2
There is a s i g n i f i c a n t  r e l a t i o n s h i p  between tea ch e rs '  commitment to  
s e r v ic e  and t h e i r  teaching exper ience in A d v e n t is t  schools a t  = 
. 0 5 ,  4 d . f . ,  x2 = 11.0593 and s i g n i f i c a n c e  *  .0 259 .  In g e n e r a l ,  
the g r e a t e r  the number o f  years o f  teaching exp er ience  in 
A d v e n t is t  schools,  the more the teachers were committed to s e r v ic e .
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TABLE 35
SATISFACTION AND DISSATISFACTION WITH STATUS AS 
PERCEIVED BY TEACHERS WITH VARYING TEACHING
EXPERIENCE IN PUBLIC SCHOOLS
C l a s s i f i c a t i o n  
o f  Responses Number o f  Responses Percentages
Tota l  Responses = 73 100.00
S a t i s f i e d 65 8 9.04
D i s s a t i s f i e d 8 10.96
No Pu b l i c  School Teaching Exper ience = 51 6 9.86
S a t i s f i e d 45 88.24
D i s s a t i s f i e d 6 11.76
1-3  Years = 14 18.18
S a t i s f i e d 14 100.00
D i ssat  i s f  i ed 0 0 .0 0
4 -6  Years = 3 4.11
S a t i s f i e d 2 6 6 .6 7
D i ssa t i  s f i e d 1 33.33
7 -1 0  Years = 1 1.37
Sat i  s f i e d 0 0 .0 0
0 i s s a t i s f i e d 1 100.00
10+ Years = 4 5.48
S a t i s f i e d 4 100.00
D i s s a t i s f i e d 0 0 .0 0
There is a s i g n i f i c a n t  r e l a t i o n s h i p  between t ea ch e rs '  s ta tu s  and the  
number o f  years o f  teaching in p u b l ic  schools Al c x . = . 0 5 ,  4 d . f . ,
X2 a 11.9134  and s i g n i f i c a n c e  =* . O I 8O. I t  appears th a t  there  is no 
pub l i c  school exp er ience  t rend in regard to s ta tu s .
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Th is  group has the l a r g e s t  number o f  t ea ch e rs — f o r t y - f i v e  out  o f  
f i f t y - o n e  (88 .24%)— who in d ic a ted  th a t  they were h ig h ly  s a t i s f i e d .
The fo u r th  group cons isted o f  teachers w i t h  4 -6  years o f  teaching  
exp er ience  in p u b l ic  schools.  Two out  o f  th ree  (66.67%) in d ic a ted  
high s a t i s f a c t i o n .  The f i f t h  and l a s t  group cons is ted  o f  7 -10  years  
o f  teaching e xper ie nce .  Only one teacher  q u a l i f i e d  from th a t  group 
and he in d icated  d i s s a t i s f a c t i o n .
I n t e r r e l a t i o n s h i p s  w i t h  Students as 
Perceived by Teachers Who Teach in 
D i f f e r e n t  Types o f  Academies
When respondents were asked about  t h e i r  r e l a t i o n s h i p s  w i t h  
students based on teaching in the th r ee  d i f f e r e n t  types o f  schools  
(boarding,  day,  o r  combined),  i t  was c l e a r  tha t  those who taught  in 
boarding schools were the most s a t i s f i e d  (Tab le  3 6 ) .  The number of  
teachers  in t h i s  group is f i f t y - f o u r ,  and f i f t y - t w o  o f  them (96.30%)  
in d ic a ted  t h a t  they were h ig h ly  s a t i s f i e d  w i t h  t h e i r  i n t e r r e l a t i o n s h i p s  
w i t h  students.  The second most s a t i s f i e d  group contained those teach­
e rs  who taught  in day schools.  Of the f o r t y  tea ch e rs ,  t h i r t y - s e v e n  
( 9 2 . 50%) in d ic a ted  they were h ig h ly  s a t i s f i e d .  The t h i r d  and l a s t  
group was teachers who teach in combined schools (both boarding and 
day sch ools ) .  Of the f i v e  teachers in t h a t  group, th r ee  (60%) i n d i ­
cated th a t  they were h ig h ly  s a t i s f i e d .
This  c ha p te r  has presented the data  as revealed  from the  
ana lyses o f  the g iven responses. Chapter  V conta ins  the summary of  
Chapter  IV,  draws conclusions from the data  presented,  and makes 
recommendations based on the f in d in g s  in t h i s  research.
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TABLE 36
SATISFACTION AND DISSATISFACTION IN INTERPERSONAL 
RELATIONS WITH STUDENTS AS PERCEIVED BY TEACHERS 
WHO WORK IN DIFFERENT TYPES (BOARDING, DAY 
OR COMBINED) OF SCHOOLS
Classi  f i c a t i o n  
o f  Responses Number o f  Responses Percentage
Total  Responses = 99 100.00
Sat i s f i e d 92 92.93
Dissa t  i s f i e d 7 7 .07
Boarding School = 54 54.55
Sat i  s f i e d 52 96 .30
D i s s a t i s f i e d 2 3 .7 0
Day School = 40 40.40
S a t i s f i e d 37 92.50
D i s s a t i s f i e d 3 7 .50
Combination = 5 5.05
Sat i  s f i e d 3 60.00
D i s s a t i s f i e d 2 40.00
There is a s i g n i f i c a n t  r e l a t i o n s h i p  between tea ch e rs '  r e l a t i o n s  wi th  
students and the type o f  school where teachers taught  a t  = .0 5 ,
2 d . f . ,  = 9 .194  and s i g n i f i c a n c e  = .0101.  Based on the data i t
is concluded t h a t  the tea ch ers '  s a t i s f a c t i o n  le ve l  was g rea t  when 
teaching in boarding schools.
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SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS
This  chapte r  is d iv id ed  into  thr ee  major s ec t io n s .  The 
f i r s t  sec t ion is a summary o f  the whole d i s s e r t a t i o n  and includes a 
restatement  o f  the problem, purpose, l i m i t a t i o n s ,  d e l i m i t a t i o n s ,  
methodology, and f in d in g s  o f  the study. The second sec t ion  conta ins  
discussion and conc lusions .  The t h i r d  sec t ion makes recommendations 
based on the f i n d i n g s  of  t h i s  research.
The Summary
This study at tempted to d iscover  the m o t iv a t in g  f a c t o r s  tha t  
cause job s a t i s f a c t i o n / d i s s a t i s f a c t i o n  among A d ve n t is t  secondary-  
school teachers o f  the Lake Union Conference.  The r e s u l t s  were a lso  
compared w i t h  those o f  Hansen and Stanley ( 1 9 6 9 ) ,  who stu d ied  the 
m o t iv a t io n  o f  secondary-school teachers in p u b l ic  schools .
The study was l i m i t e d  to teachers who had a t  l e a s t  50 percent  
o f  t h e i r  r e g u l a r  load devoted to teaching on the secondary level  
dur ing the academic year  1984-85 in the ten sen ior  academies o f  the  
Lake Union Conference o f  Seventh-day A d v e n t is ts .
Methodology
A f i v e - p a g e  instrument  (q u e s t io n n a i re )  based on Herzberg 's  
study (1959)  o f  job s a t i s f a c t i o n  was used to measure teachers '  mot iv a ­
t i o n .  This instrument  was used by Joycox and Tal lman ( 1 9 6 7 ) ,  Hansen
134
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
135
and Stanley (1969)•  Tammen ( 19 71 ) ,  Cox ( 19 72 ) ,  Morgan ( 1 9 7 4 ) ,  and 
Stembridge ( 1 9 8 3 ) .  The instrument  was modi f ied  to s u i t  the s e t t i n g  
o f  Seventh-day A dvent is t  secondary schools,  most o f  which a re  board­
ing academies.
The sample popula t io n  cons is ted  o f  110 tea ch ers :  100 responded 
to  the q u e s t i o n n a i r e ,  and only  one response was not v a l i d  enough to 
be included.  T h e r e f o r e ,  99 responses were computer a na ly zed .  The 
instrument  used f o r  the c o l l e c t i o n  o f  data had three  s e c t io n s .
Sect ion I included demographic dat a ;  sec t ion  I I  included twenty- two  
items to which respondents i n d ic a te d  t h e i r  s a t i s f a c t i o n  on a sca le  
o f  1-5 where 1 was h i g h l y  d i s s a t i s f i e d  and 5 was h ig h ly  s a t i s f i e d ;  
and sec t ion I I I  s o l i c i t e d  c r i t i c a l  in c id en ts  where respondents were 
requested to w r i t e  a t  le a s t  one i n c id e n t  to show t h e i r  s a t i s f a c t i o n  
a nd /o r  d i s s a t i s f a c t i o n  as teachers .  These in c id en ts  were coded in 
the l i g h t  o f  sec t ion  I I  o f  the ins trument .
The s t a t i s t i c a l  analyses used were basic  t a b u l a t i o n s  and 
ta b le s  to f i n d  the degree o f  s a t i s f a c t i o n  by subgroups (s e c t io n  I ) .  
Rank ord er  and c a t e g o r i c a l  s c a l in g  were a ls o  used to determine  the  
degree o f  s a t i s f a c t i o n / d i s s a t i s f a c t i o n .  Chi -square  was used to  d e t e r ­
mine the s i g n i f i c a n t  f a c t o r s  from sect ion I tha t  cause tea ch e rs '  job  
s a t i s f a c t i o n .  The l a s t  s t a t i s t i c a l  a n a ly s is  was Spearman r to f i n d  
i f  the re  was any c o r r e l a t i o n  between the two d i f f e r e n t  ways respon­
dents answered the d i f f e r e n t  qu es t i on s — the fo r c e d -c h o i c e  s t r u c tu r e d  
twenty- two items and the c r i t i c a l  in c id en ts  tha t  were r e p o r te d .  These 
steps were taken to determine the m o t iva t io n  o f  Seventh-day A d ve n t is t  
secondary-school t eachers .  F i n a l l y ,  a comparison was made between the  
f a c to r s  th a t  mot iv a te  A d v e n t is t  secondary-school teachers in the Lake
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Union conference and t h e i r  c ou n te rp a r ts  in the p u b l ic  schools in 
Hansen and S t a n l e y 's  study.
The Findings
The s a t i s f i e r s  based on the f o r c e d -c h o i c e  s t r u c tu r e d  
q u e s t i o n s . The f i r s t  seven f a c t o r s  t h a t  caused job s a t i s f a c t i o n  f o r  
A d v e n t is t  secondary-school teachers ranked as f o l lo w s :  (a)  I n t e r p e r ­
sonal r e l a t i o n s  w i t h  p r i n c i p a l  ( 8 .8 % ) ,  (b) in terpersona l  r e l a t i o n s  w i t h  
students (8%),  (c)  in te rp e rso n a l  r e l a t i o n s  w i t h  peers,  p a r e n ts ,  and 
o th e r  s t a f f  ( 7 .7 % ) ,  (d) s ta tu s  (7%), (e) work i t s e l f  ( 6 .8 % ) ,  ( f )  f a c ­
to r s  in personal l i f e  ( 6 .6 % ) ,  and (g) jo b  s e c u r i t y  (6%). These  
seven f a c t o r s  accounted f o r  51 pe r ce n t ,  which means t h a t  f i f t y - o n e  
respondents agreed to rank them in the same o r d e r  above. The o th e r  
f i f t e e n  f a c to r s  accounted f o r  the remaining 49 percent .
Working w i t h  peopie and d ea l in g  w i t h  human minds is very  
c h a l le n g in g ;  however, the f i r s t  th r e e  sources o f  s a t i s f a c t i o n  were 
d e a l in g  w i th  people .  Human r e l a t i o n s  a r e  an ext rem ely  v i t a l  aspect  
o f  a d m i n i s t r a t i o n .  P r i n c i p a l s  need to  pay specia l  a t t e n t i o n  to  t h i s  
aspect  o f  t h e i r  work. I t  is e v id e n t  from these f in d in g s  t h a t  the material 
th ings provided may remove d i s s a t i s f a c t i o n ,  but  do not n e c e s s a r i l y  
br ing  about s a t i s f a c t i o n .  Teachers'  r e l a t i o n s  w i t h  p r i n c i p a l s ,  s tu ­
dents, and t h e i r  peers may cause s a t i s f a c t i o n .
The d i s s a t i s f i e r s  based on the f o r c e d -c h o i c e  s t r u c tu r e d  
q u e s t i o n s . I d e n t i f i c a t i o n  o f  major s a t i s f i e r s  is v a l u a b l e ,  but  i t  is 
j u s t  as important  to  le arn  the main d i s s a t i s f i e r s  as perceived  by 
A d ve n t is t  secondary-school teachers .  The f i r s t  seven d i s s a t i s f i e r s  
rank as f o l lo w s :  (a) u n i o n / l o c a l  conference p o l i c i e s  (10 .6 4 % ) ,
(b) jo b  s e c u r i t y  ( 9 .57% ),  (c )  in te rp e rso n a l  r e l a t i o n s  w i t h  p r i n c i p a l
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( 8 .5% ) ,  (d) sup erv is io n ,  tec hnica l  he lp ,  and encouragement g iven  
( 8 .5% ) ,  (e)  working condi t ions  (8 .5%) ,  ( f ) sa la ry  (7 .45%),  and 
(g)  d i s c i p l i n e  (7 .45% ).  These seven f a c t o r s  included 60.61 percent  
of  the respondents,  which meant tha t  about  f i f t y - n i n e  teachers  
i n d ic a ted  t h a t  these seven f a c to r s  were the f i r s t  seven d i s s a t i s -  
f i e r s  in t h e i r  c a re e r  as teachers in A dvent is t  schools.
P o l i c i e s  are  important f o r  governing most o r g a n i z a t i o n s .  
However, the people f o r  whom they a re  crea ted  should have some say 
in making these p o l i c i e s .  A d ve n t is t  teachers,  l i k e  t h e i r  countei— 
p ar ts  in p u b l ic  schools,  are  concerned about job s e c u r i t y .  Some 
teachers in d ic a ted  they do not know i f  they w i l l  be r e h ir ed  u n t i l  
l a t e  in the school y ea r ,  probably  too l a t e  to seek o th e r  p o s i t i o n s .
Some teachers perceived tha t  t h e i r  job s e c u r i t y  depended on t h e i r  
in te rp e rso n a l  r e l a t i o n s h i p  w i t h  t h e i r  p r i n c i p a l  or  superv isor  more 
than on the q u a l i t y  o f  t h e i r  work.  T h e i r  performance as p ro fe s s io n a ls  
and the working condi t ions  a re  a ls o  very important to tea chers .  
P r i n c i p a l s ,  and o th e r  educat ional  leaders concerned, who provide a 
t h r e a t - f r e e  o r g a n iz a t io n a l  c l i m a t e ,  help  to d iminish the te achers '  
d i s s a t i s f a c t i o n .
The s a t i s f i e r s  based on c r i t i c a l  i n c i d e n t s . More than 75 
percent  of  the respondents agreed on fo u r  s a t i s f i e r s  as t h e i r  source  
o f  s a t i s f a c t i o n .  These were: (a)  in terpersona l  r e l a t i o n s  w i t h  s t u ­
dents (46 .10%),  (b) achievement (35 .58%),  (c) re cogn i t io n  (34 .21%),  
and (d) commitment to se rv ic e  (27 .63%).  These four  f a c to r s  were put  
in t h i s  o rd er  by s ev en ty -s ix  teachers or 76 percent  of  the respondents.  
I t  is worth n o t i c in g  tha t  the second s a t i s f i e r  in the f o r ce d -c h o ice
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s t r u c tu r e d  questions surfaces as the f i r s t  s a t i s f i e r  here .  This  
conf irms the importance o f  in te rpersona l  r e l a t i o n s  w i t h  the students.  
Als o ,  i t  is e v id e n t  from t h i s  rankings t h a t  teachers as we l l  as 
o th ers  l i k e  to succeed in t h e i r  c a r e e r .  They l i k e  to ach ie ve ,  and 
they l i k e  to be recognized as successful  i n d i v i d u a l s .
The d i s s a t i s f i e r s  based on c r i t i c a l  i n c i d e n t s . The f i r s t  
fo u r  d i s s a t i s f i e r s  ranked on t h i s  basis  were: (a) d i s c i p l i n e  (18.69% ),
(b) in te rp ers ona l  r e l a t i o n s  w i t h  p r i n c i p a l  ( 13 . 08%), (c) in terpersona l  
r e l a t i o n s  w i t h  students ( 11 . 21%), and (4) school p o l i c i e s  and admini ­
s t r a t i o n  ( 10 . 28%). These four  f a c t o r s  included 53-27 percent  o f  the  
t o t a l  responses, which shows how strong these f a c t o r s  a re  as a source 
o f  d i s s a t i s f a c t i o n .
In comparing the percept ions o f  the respondents,  the s a t i s ­
f i e r s  in the second s e c t io n ,  the fo r ce d -c h o ice  s t r u c tu r e d  ques t ions ,  
and the t h i r d  sec t ion o f  the ins trument ,  the c r i t i c a l  in c id e n ts ,  the 
c o r r e l a t i o n  c a l c u l a t e d  by Spearman (r^) was found to be 1 .0  a t  the  
OL = .05  le ve l  and an N = 22. This  is a p e r f e c t  c o r r e l a t i o n  between 
the s a t i s f i e r s  in both ways— the fo r ce d -c h o i ce  s t r u c tu r e d  quest ions  
and the c r i t i c a l  in c id e n ts .  in c a l c u l a t i n g  the c o r r e l a t i o n  between 
the d i s s a t i s f i e r s  based on c r i t i c a l  in c id en ts  in the r^ was found 
to  be 0 .526  and the t a b l e  value was 0 .3 44  a t  the = 0 .0 5  le ve l  of  
s i g n i f i c a n c e  and an N = 22.  Th is  shows a p o s i t i v e  c o r r e l a t i o n  
between the s a t i s f i e r s  and d i s s a t i s f i e r s  expressed by Advent is t  
secondary-school tea chers .  The rank o rd er  o f  s a t i s f i e r s  and d i s s a t i s -  
f i e r s  o f  t h i s  study compared w i t h  those o f  Hansen-Stan1ey (1 9 6 9 ) ,  
Stembridge ( 1 9 8 3 ) ,  and Herzberg (1959) a r e  shown in Table  37.
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TABLE 37
COMPARISON OF CORRELATION COEFFICIENT OF THE 
SATISFIERS AND DISSATISFIERS OF THIS STUDY 
WITH THREE OTHER STUDIES
K h i l l a h  
compared 
wi th
S a t i s f i e r s D i s s a t i s f i e r s




C al cu la te d
'■s
Tab 1 e 
r s
Hansen-Stanley 1.00 0 .389 0.998 0.389
Stembridge 0.998 0 .389 0 .995 0 .389
Herzberg 0.986 0 .3 89 0.885 0 .389
The hypotheses as s ta ted  here a re  in the nu l l  form (Hq ) :
Hypothesis 1. There is no s i g n i f i c a n t  r e l a t i o n s h i p  between 
Job s a t i s f i e r s  f o r  Seventh-day A d ve n t is t  secondary-school teachers  
and t h e i r  c o u n te rp a r ts  in pub l i c  schools in Han sen-Stan le y ‘ s s tu d y . 
Based on data as shown in Table  37,  the rese archer  r e j e c t e d  the nu l l  
hypothesis  (Hq ) and accepted the research hypothesis  (H g ) . T h e r e f o r e ,  
t h e re  is  a r e l a t i o n s h i p  between the job s a t i s f i e r s  in t h i s  study and 
H ansen-S tan le y ' s study.
Hypothesis 2 . There is no s i g n i f i c a n t  r e l a t i o n s h i p  between 
job d i s s a t i s f i e r s  f o r  Seventh-day A d v e n t is t  secondary-school teachers  
and t h e i r  c o u n te rp a r ts  in pub l i c  schools as tes te d  by Han sen-Stan le y . 
Data as shown in Table  37 in d ic a tes  t h a t  a r e l a t i o n s h i p  does e x i s t .  
T h e r e f o r e ,  the rese archer  r e j e c t e d  the  n u l l  hypothesis  ( H q )  and 
accepted the research hypothesis  (Hg) . There is a r e l a t i o n s h i p  between 
d i s s a t i s f i e r s  o f  Seventh-day A d v e n t is t  secondary-school teachers and 
t h e i r  c o u n te rp a r ts  in p u b l i c  schools as revealed in Han sen-Stan le y ' s 
study.
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Hypothesis  3 . There is no r e l a t i o n s h i p  between the s a t i s f i e r s  
o f  Seventh-day A d v e n t is t  secondary-school  teachers  in t h i s  study and 
the Seventh-day A d v e n t is t  c o l l e g e  teachers in Stembridge's  s tu d y .
Based on data  shown in T ab le  37,  the n u l l  hypothesis  (Hq ) is r e j e c t e d  
and the research hypothesis  (H^) is accepted.  T h e r e f o r e ,  the re  is a 
r e l a t i o n s h i p  between the job s a t i s f i e r s  and d i s s a t i s f i e r s  o f  A d ve n t is t  
secondary-school and c o l l e g e  teachers.
Hypothesis  4 . There is no r e l a t i o n s h i p  between the job s a t i s ­
f i e r s  and d i s s a t i s f i e r s  o f  Seventh-day A d v e n t is t  secondary-school  
teachers and workers in i n d u s t r i e s  and businesses based on H erz berg 's  
study . According to the data presented in T ab le  37,  the rese archer  
r e j e c t e d  the n u l l  hypothesis ( H q )  and accepted the research hypothesis  
(Hg ) . Thus, i t  is concluded t h a t  t h e re  is a r e l a t i o n s h i p  between the  
job s a t i s f i e r s  and d i s s a t i s f i e r s  o f  Seventh-day A d v e n t is t  teachers
and workers in in d u s t r i e s  and businesses according to Herzberg.
Hypothesis 5 : There is a s i g n i f i c a n t  d i f f e r e n c e  between the
responses o f  A d v e n t is t  secondary-school  teachers when asked about  job  
s a t i s f a c t i o n ,  and d i s s a t i s f a c t i o n ,  and the f u l f i l l m e n t  they f in d  in 
being a Seventh-day A d v e n t is t  t ea ch e r .  The d i f f e r e n c e s  in the  
answers were based on the f o l l o w i n g  v a r i a b l e s :  (a)  sex, (b) m a r i t a l
s ta tu s ,  (c)  age,  (d)  q u a l i f i c a t i o n s  (academic degrees ob ta in ed )  and 
where they were earned (A d v en t is t  versus n on-A dvent i s t  i n s t i t u t i o n s ) , 
(e)  s i z e  o f  c l a s s ,  ( f )  teaching area ( s u b j e c t ) ,  (g) type o f  academy 
(boarding,  day, o r  combined),  and (h) f u l f i l l m e n t  o f  e x p e c t a t i o n s .
Based on data g iven  in Table  37, the rese archer  r e j e c t e d  the nu l l  
hypothesis (H^) and accepted the research hypothes is  (H^) .  There ­
f o r e ,  i t  is concluded t h a t  t h e re  is a s i g n i f i c a n t  d i f f e r e n c e  between 
the f o l l o w i n g  subgroups:
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1. Sex. Male teachers w i th  an average o f  two in c id en ts  were 
more s a t i s f i e d  than female  teachers w i t h  an average o f  1.71 in c id e n ts .  
Male teachers were less d i s s a t i s f i e d ,  w i t h  an average o f  1.13 i n d i ­
dents ,  than female  teachers w i t h  an average of  1.39 in c id e n ts .
2. M a r i t a l  S t a t u s . Mar r ied teachers were more s a t i s f i e d  
w i t h  an average o f  2 .0 2  in c id en ts  than the s i n g l e  teachers w i t h  an 
average o f  1 .45 i n c i d e n t s .  However, s in g l e  teachers were less d is s a ­
t i s f i e d  w i t h  an average  o f  1.1 inc id en ts  and marr ied teachers were  
more d i s s a t i s f i e d  w i t h  an average of  1.48 in c id e n ts .
3. Age. The most s a t i s f i e d  subgroup was t h a t  o f  teachers  
who were 50+ years  o ld  w i t h  an average o f  3-00 in c id en ts ;  the next  
subgroup was those 35- 40  years o ld  w i t h  an average o f  2 . 2  in c id en ts ;  
n e x t ,  was 2 0 - 2 5 - y e a r - o l d s  w i t h  an average o f  2 .0 0  in c id e n ts ;  n e x t ,
41- 4 9 - y e a r - o l d s  w i t h  an average o f  1.63 in c id en ts ;  and the l e a s t  s a t i s ­
f i e d  were those 26- 34  years o ld  w i t h  an average o f  1 .5 7  i n c id e n t s .  
However, the l e a s t  d i s s a t i s f i e d  were those o f  41-49  years w i t h  an 
average o f  O.Sl  in c i d e n t s ;  n e x t ,  the 2 0 - 2 5 - y e a r - o l d s  w i t h  an average  
o f  1.25 in c id e n ts ;  then the 5 0 + - y e a r -o ld s  w i t h  an average o f  1.33  
in c id e n ts ;  next  to  l a s t ,  the 3 5 - 4 0 - y e a r - o l d s  w i t h  an average o f  1.40  
in c id e n ts ;  and the most d i s s a t i s f i e d  subgroup was the 2 6 - 3 4 - y e a r - o l d s  
w i t h  an average o f  1 .86 i n c id e n t s .
4.  Q u a l i f i c a t i o n s  (academic degree o b t a i n e d ) . The most s a t i s ­
f i e d  subgroup included those teachers who have m a s te r 's  degrees from 
non-A dve nt ist  c o l le g e s  or  u n i v e r s i t i e s ,  w i t h  an average o f  2 .2 9  i n c i ­
dents;  the  le a s t  s a t i s f i e d  subgroup was those teachers w i t h  a B .A . /B .S .  
from n on-A dvent i s t  c o l l e g e / u n i v e r s i t i e s ,  w i th  an average o f  1 .67 i n c i ­
dents .  This  same subgroup was the most d i s s a t i s f i e d  w i t h  an average
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o f  1.78  i n c i d e n t s .  The le a s t  d i s s a t i s f i e d  group included those  
teachers who have an M.A. degree from A d ve n t is t  col  1e g e s / u n i v e r s i t i e s  
w it h  an average o f  1.35 in c id e n ts .
5 . S ize  o f  C la ss . I t  was found tha t  teachers teaching  
c lasse s  w i t h  more than twenty students were more s a t i s f i e d  w i t h  an 
average o f  2 .0 2  i n c id e n t s ,  and a lso  more d i s s a t i s f i e d ,  w i t h  an average  
of  1.55  i n c id e n t s .  The teachers teaching c lasses w i t h  less than 
twenty students were less s a t i s f i e d ,  w i th  an average o f  1 .75  i n c i ­
dents,  and a ls o  less d i s s a t i s f i e d ,  w i t h  an average o f  1 .17 in c id e n ts .
6 .  Teaching Area ( s u b j e c t ) .  The most s a t i s i  fed teachers  
were the science teachers w i t h  an average o f  2 . 5  in c id e n ts ;  next  to 
them were p r a c t i c a l  a r t s  tea chers ;  fo l lowed by teachers o f  r e l i g i o n  
and those who taught  modern languages (E n g l is h ,  French, Spanish, e t c . ) ,  
w it h  an average o f  2 .00  inc id en ts  f o r  each subgroup. The le a s t  s a t i s ­
f i e d  were the business educat ion tea chers ,  w i t h  an average o f  1.44  
i n c id e n t s ,  fo l lo w ed  by those who taught  f i n e  a r t s ,  w i t h  an average
o f  1.56  i n c i d e n t s .  The most d i s s a t i s f i e d  were f i n e  a r t s  tea chers ,  
w it h  an average o f  1.89 in c id e n t s ,  and the le a s t  d i s s a t i s f i e d  were 
the soc ia l  s tu d ie s  teachers ,  w i t h  an average o f  zero in c id e n ts .
7 . Type o f  Academy. The most s a t i s i f e d  teachers were those  
who taught  in combined academies,  w i t h  an average o f  3 . 7 5  in c id en ts ;  
second were those who taught  in day schools ,  w i t h  an average o f  1 .97  
in c id en ts ;  and l a s t ,  those who taught  in boarding academies,  w i t h  an 
average o f  1.73 i n c id e n t s .  The most d i s s a t i s f i e d  were those who 
taught  in day schoois ,  w i t h  an average o f  1.53 in c i d e n t s ,  and the  
l e a s t  d i s s a t i s f i e d  were those who taught  in combined academies,  wi th  
an average o f  0 . 7 5  in c id e n t s .
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8.  F u l f i l l m e n t  o f  E x p ec ta t io n s . Teachers who were complete ly  
s a t i s f i e d  were in the m a j o r i t y  w i t h  an average o f  2 . 4 l  i n c id e n t s .
Next ,  the very  l e a s t  f u l f i l l e d  w i t h  an average o f  2 .2 5  i n c i d e n t s .
This  same subgroup was the  l e a s t  d i s s a t i s f i e d .  The most d i s s a t i s ­
f i e d  subgroup was only  p a r t l y  d i s s a t i s f i e d  which is in d ic a ted  by an 
average o f  1.71  in c id e n ts .
Hypothesis 6 . There is no r e l a t i o n s h i p  between job s a t i s ­
f i e r s  as revealed  in the fo r ce d -c h o i ce  s t r u c tu r e d  responses and 
those o f  the c r i t i c a l  i n c i d e n t s . The Spearman r ( r^ )  ob ta in ed  was
1 a t  the le ve l  o f  s i g n i f i c a n c e  ( V  = 0 .0 5  and N *  22.  Th is  means tha t
the re  is a p e r f e c t  p o s i t i v e  c o r r e l a t i o n .  T h e r e f o r e ,  the researcher  
r e j e c t e d  the n u l l  hypothesis  ( H q )  and accepted the research hypothesis
(He).
Hypothesis ? • There is no r e l a t i o n s h i p  between job d i s s a t i s ­
f a c t i o n  as reve aled  in the fo r ced -c h o ice  s t r u c tu r e d  responses and the  
c r i t i c a l  i n c i d e n t s . At the le ve l  o f  s i g n i f i c a n c e  ot.  = 0 . 0 5 ,  N = 22 
and the ob ta ined  r^ = 0 . 9 9 6 ,  the researcher  r e j e c t e d  the n u l l  hypo­
the s is  (Hg) and accepted the research hypothesis  ( H ^ ) . Based on the  
d ata ,  i t  is concluded t h a t  the re  is a r e l a t i o n s h i p  between job d is s a ­
t i s f a c t i o n  as re vea led  in the fo r ce d -c h o i ce  s t r u c tu r e d  and the c r i ­
t i c a l  i n c id e n t  responses.
Conclusions
The l i t e r a t u r e  reviewed and the responses o f  the teachers  
surveyed in t h i s  study led the researcher  to conclude t h a t  m o t iv a t io n  
is a very  complex and important  issue which re q u i r e s  more a t t e n t i o n  
by Seventh-day A d ve n t is t  educators .  The human mind is so complex,  
and dea l in g  w i t h  people req u i res  a specia l  grace from God and many
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o t h e r  q u a l i t i e s  o f  le a d e r s h ip .  The awesome r e s p o n s i b i l i t y  o f  
a d m i n i s t r a t i o n  is not s imple .  People who lead and a d m in is t e r  need 
to  make sure they a r e  w e l l  prepared and q u a l i f i e d  f o r  t h a t  jo b .
Based on the data prese nted,  and the f i n d i n g s  o f  t h i s  study,  
i t  can be concluded:
1. There is a d i f f e r e n c e  between an a d m i n i s t r a t o r  and a 
le ader .  Leadership q u a l i t i e s  make an admin i s t r a t o r  e f f e c t i v e .  A 
le ad e r  is the one who makes h is  " co l le a g u e s"  ( f o l l o w e r s )  do what
he wants them to do w i t h o u t  coerc ing  them to do i t .  An a d m i n i s t r a ­
t o r  who lacks leaders h ip  q u a l i t i e s  can f o r c e  h i s  subord ina tes  to 
complete a j o b ,  but  can leave them unhappy and d i s s a t i s f i e d  in the  
process.
2. Older  teachers  appear to be more s a t i s f i e d  than younger  
ones. F i f t y - p l u s - y e a r - o l d s  were more s a t i s f i e d  than those 20-25  
years  o l d .  This  p laces more c h a l le n g e  on the school p r i n c i p a l s  to 
help  and encourage the younger teachers in t h e i r  schools.
3.  The th r e e  f a c t o r s  t h a t  brought most s a t i s f a c t i o n  to 
teachers (according to the f o r c e d -c h o i c e  s t r u c tu r e d  quest ions)  were,  
in o rd er :  (a)  in te rp ers ona l  r e l a t i o n s  w i t h  p r i n c i p a l ,  (b) i n t e r p e r ­
sonal r e l a t i o n s  w i t h  s tuden ts ,  and (c)  in te r p e r s o n a l  r e l a t i o n s  w i th  
peers ,  o t h e r  s t a f f ,  and par en ts .  This  p laces even more re sponsi ­
b i l i t y  on the p r i n c i p a l s  in A d v e n t is t  schoo ls ,  to e s t a b l i s h  open 
communication and genuine i n t e r e s t  in the  l i v e s  o f  h is  t ea ch ers .  
Students appear  to  be the number two source o f  s a t i s f a c t i o n  f o r  t h e i r  
teachers .  T h is  emphasizes how important  students a re  to t h e i r  
t each ers .  Pare nts ,  p r i n c i p a l s ,  c h u r c h - p a s t o r s , and o t h e r  a d u l t s  who 
come in c o n ta c t  w i t h  students should encourage the youth to support
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t h e i r  teachers and t r y  to make teacning a more p leasant  e xper ie nce .  
P are nts ,  p ee rs ,  and o t h e r  s t a f f  in a school should be sup p o r t iv e  o f  
each o th e r  and know t h a t  t ea ch e rs ,  s t a f f ,  and paren ts  need each 
o t h e r .
4 .  The f i n d i n g s  from the  f o r c e d -c h o i c e  s t r u c tu r e d  ques t ions  
suggest t h a t  the f i r s t  th ree  major sources o f  teacher  Job d i s s a t i s ­
f a c t i o n  seem to be,  in o rd er :  (a)  u n i o n / l o c a l  conference p o l i c i e s
and edu cat ional  le ad ers h ip  p ro v ided ,  (b) job s e c u r i t y ,  (c)  i n t e r ­
personal r e l a t i o n s h i p  w i th  the p r i n c i p a l .  Many respondents,  in t h e i r  
c r i t i c a l  i n c i d e n t s ,  suggested t h a t  a confer ence o r  a union educat ion  
department  d i r e c t o r  o r  educat ion  super in tendent  "should have been a 
teach er  h i m s e l f " — a teacher  who can f e e l  w i t h  them and know t h e i r  
h u r ts  and j o y s .  Only a p r o fe s s io n a l  tea cher  has the background 
exper ie nce  t h a t  provides  the support  needed to promote p ro fe s s io n a l  
growth in the teachers  f o r  whom he is r e s p o n s ib le .  Another major  
concern expressed by the tea chers  was t h a t  teachers  should have a 
p a r t  in the " po l ic y -m ak in g  p ro ce ss ."  In making educat ional  p o l i c i e s  
f o r  the union o r  lo ca l  con ferences ,  teachers  b e l i e v e  t h a t  they should 
be represented and t h e i r  vo ice  heard .  P r i n c i p a l s  can be seen here  
aga in as a source o f  d i s s a t i s f a c t i o n ;  they need to on guard.
5. Although s a l a r i e s  were not a source o f  s a t i s f a c t i o n ,  
ranked 20, they were not a source o f  d i s s a t i s f a c t i o n ,  ranked 6 . 5  
among the d i s s a t i s f i e r s .  In o t h e r  words,  f a c t o r s  o t h e r  than s a la r y  
cause g r e a t e r  d i s s a t i s f a c t i o n .  Thus, i t  seems t h a t  Seventh-day  
A d ven t is t  teachers a r e  less concerned w i t h  wages (as a source o f  
d i s s a t i s f a c t i o n )  than t h e i r  c o u n t e r p a r t s  in the  p u b l ic  schools who 
pla ce  s a l a r i e s  as a major d i s s a t i s f i e r .  Could i t  be th a t  A d ve n t is t
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teachers a r e  w i l l i n g  to work f o r  s a c r i f i c i a l  wages because o f  t h e i r  
d ed ica t ion?  Perhaps s a l a r i e s  can be compensated by b e t t e r  t reatment  
o f  the tea chers .
6 .  The c r i t i c a l  in c id en ts  repor ted  suggest very  l i t t l e  d i f f e r ­
ence in the f i r s t  three s a t i s f i e r s .  In o r d e r ,  they were:
(a) in te rp ers ona l  r e l a t i o n s  w i t h  s tudents ,  (b) achievement ,  and (c)  
re c o g n i t io n .  In t h i s  study achievement  and r e c o g n i t io n  appear as 
very important sources o f  s a t i s f a c t i o n  f o r  tea chers .  Human beings  
l i k e  to know t h a t  they a re  successful  . Encouraging teachers and 
recogniz ing them p u b l i c l y  as we l l  as p r i v a t e l y  is necessary. People  
l i k e  to succeed and know t h a t  o th e rs  see them as succe ssfu l .  Teachers  
are no excep t ion;  they l i k e  to ach ieve  and to be recognized and pra ised  
f o r  t h e i r  successes.
7.  The th r ee  f i r s t  major d i s s a t i s f i e r s ,  revealed in the c r i ­
t i c a l  in c id en ts ,  were as f o l lo w s :  (a) d i s c i p l i n e ,  (b) in terpersona l  
r e l a t i o n s  w i t h  p r i n c i p a l ,  and (c)  in te rp ers ona l  r e l a t i o n s  w i th  s t u ­
dents .  D i s c i p l i n e  here is introduced as the f i r s t  d i s s a t i s f i e r  as 
expressed in the c r i t i c a l  i n c i d e n t s .  As shown in Gal lup Po l l  survey—  
DISCIPLINE is the number one problem in p u b l i c  schools (Truch, 1980,  
p. 1 ) .  A d ve n t is t  tea ch ers ,  when asked to w r i t e  down inc id en ts  which 
caused them to " f e e l  e x c e p t i o n a l l y  BAD" about  t h e i r  job as teachers ,  
a ls o  l i s t e d  d i s c i p l i n e  most f r e q u e n t l y .  In t h i s ,  teachers in A d ve n t is t  
schools a re  not  d i f f e r e n t  from t h e i r  c o u n t e r p a r t s ,  teachers in the  
p u b l i c  schools.  Specia l  a t t e n t i o n  sould be given to t h i s  a larming  
concern !
8.  The Seventh-day A d ve n t is t  Church needs to be g r a t e f u l  
f o r  the type o f  teachers they have.  The commitment to s e rv ic e  is
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" o i l  which keeps the lamp b u r n in g ."  Love f o r  God and the r e a l i z a ­
t io n  o f  the solemn r e s p o n s i b i l i t y  e n t ru s te d  to them f o r  t r a i n i n g  
the young people were t h e i r  major m o t iv a tors  in teaching in Advent is t  
schools .
9 . The reason f o r  such commitment led 69 percent of  the  
respondents to fee l  complete ly  f u l f i l l e d  in t h e i r  expec ta t ions  as 
A d ve n t is t  teachers.  This is indeed very encouraging.
10. F i n a l l y ,  teachers l i k e  to p a r t i c i p a t e  in t h e i r  school 
decis ion  making. The g r e a t e r  the p a r t i c i p a t i o n  and degree of  s a t i s ­
f a c t i o n ,  the smoother w i l l  be the o pera t io n  of  the school program.
Recommanda t ions
Based on the review of  l i t e r a t u r e ,  the f in d in gs  o f  t h is  
research and the conclusions o f  t h i s  study, the f o l lo w in g  recommen­
dat ions  a re  presented f o r  d is cussion ,  c o n s id e r a t io n ,  and possib le  
adopt ion:
1. In ord er  to g e n e r a l i z e  the f in d in gs  o f  t h i s  study in 
o th e r  unions and conferences in the North American D i v i s i o n ,  s i m i l a r  
stud ies  should be conducted in o th e r  unions of  the D i v i s i o n .
2.  I t  is recommended th a t  s i m i l a r  s tu d ies  be conducted in 
oth e r  D iv is i o n s  o f  the wor ld ,  f o r  w o r ld -w id e  acceptance o f  the f i n d ­
ings would b e n e f i t  f e l l o w  tea chers .
3 . I t  is f u r t h e r  recommended th a t  a s i m i l a r  study be con­
ducted on the e lementary-school  le ve l  in the Lake Union Conference.
4 .  I t  is a lso  recommended t h a t  the s e l e c t i o n  process of  
school p r i n c i p a l s  should be c a r e f u l l y  conducted.  I t  is f u r t h e r  
recommended t h a t  school p r i n c i p a l s  chosen should be t ra ine d  and
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c e r t i f i e d  teachers who have s p e c i a l i z e d  in educat ional  a d m i n i s t r a t i o n  
and s up e rv is io n .
5.  I t  is f u r t h e r  recommended th a t  in s e r v ic e  t r a i n i n g ,  semi­
nars,  and workshops be conducted f o r  p r a c t i c i n g  a d m in is t r a to r s  and 
supervi  s o r s .
6 .  I t  is a ls o  recommended t h a t  supervis ion provided should 
become a source o f  a ss is ta nc e ,  encouragement,  and growth to young
as we l l  as o l d e r  tea chers ,  and not  a source o f  f e a r  and d i s s a t i s f a c ­
t i o n .
7.  I t  is s t ro n g ly  recommended t h a t  teachers be involved in 
the p o l ic y  decis ion-making  processes a t  the un io n /confe re nce  l e v e l .
8 .  I t  is a ls o  recommended t h a t  teachers be involved in the
p o l ic y  dec is ion-making processes, e s p e c i a l l y  those dec is ions  tha t
a f f e c t  teachers d i r e c t l y  and are  r e l a t e d  to  t h e i r  work,  a t  a l l  le ve ls  
of  church a d m i n i s t r a t i o n .
9 .  I t  is s t r o n g ly  recommended th a t  teacheis  should be pro­
vided re le ase  t ime to a t te n d  p ro fe ssiona l  meet ings,  convent ions,  
seminars,  and workshops to help them grow p r o f e s s i o n a l l y  and come
in contac t  w i t h  t h e i r  counterp art s  in both p u b l i c  and p r i v a t e  school 
systems.
10. I t  is a ls o  recommended t h a t  the teacher  workload,  espe­
c i a l l y  in the boarding academies, be re ev a lua ted  as i t  has emerged to
be an area o f  concern in t h i s  study.
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APPENDIX A
THE LETTER FROM THE LAKE UNION CONFERENCE 
OFFICE OF EDUCATION, APPROVING THE 
REQUEST TO CONDUCT THIS RESEARCH





January 23, 1985 f ld v e n t iS tS
Mr. Latif Khillah 
Garland Apartments, C-12 
Berrien Springs, MI 49103
Dear Mr. Kill ah:
We are very pleased to be able to inform you that the Educational 
Management Team of the Lake Union Conference has approved your 
dissertation proposal. Please feel free to contact the Lake Union 
academy teachers for the purpose of amassing the information necessary 
for your research.
Most sincerely.






8«m«n Springs. MIchigon 49103 
(616) 473-4541
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My name is La tif  Khillah and I am doing research for my dissertation 
pertaining to "The Motivation of Secondary School Teachers Currently 
(1984-85) Teaching at SDA Academies in the Lake Union Conference."
This dissertation is in the partial fu lf i l lm ent of the requirements for 
the Ph.D. degree in Educational Administration and Supervision. As 
you know, this study was approved by the Lake Union Educational Manage­
ment Team on January 22, 1985.
Without your help this study cannot be completed. So I appreciate your 
help and kindly request you to follow these steps in order to insure 
confidentia lity  for teachers and va l id ity  of this study:
1. Please personally deliver a copy of the questionnaire and a white 
envelope to each of your teachers. (A teacher is anybody teaching 
one class/subject or more.)
2. Ask each teacher to f i l l  out the questionnaire, put i t  in the white 
envelope, seal i t  and give i t  back to you sealed.
3. Collect a ll  the completed questionnaires from all the teachers and 
put them in the self-addressed yellow envelope and send i t  to me 
by post. Please make sure to get a l l  your teachers to f i l l  in a l l 
the questions in the questionnaire and get a l1 the questionnaires 
from a l1 the teachers.
I wish to express my thanks and appreciation for your help and support to 
complete my research.
Respectfully yours.
L a t i f  Khillah 
Doctoral Candidate
em
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
APPENDIX C
A LETTER REMINDING THE PRINCIPALS TO ENCOURAGE 
THOSE TEACHERS WHO DID NOT SEND THEIR 
RESPONSES TO DO SO
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
155
Andrews University Berrien Springs. Michigan 49104 U.S.A. (616) 471-7771
May 7, 1985
Dear Mr. Principal :
We would like to express our thanks and gratitude for your 
kindness and assistance in delivering and returning the com­
pleted questionnaires. However, the completed, returned 
responses are far less than the Lake Union figures for the 
number of teachers you have in your academy.
Since a l l  the replies were s t r ic t ly  anonymous, this note of 
thanks is being sent to a ll  the schools of the Lake Union. 
Therefore, we ask you to kindly deliver a questionnaire with 
the cover le t te r  to each teacher who has not replied yet. We 
do not know who has sent and who has not, but each teacher 
would know. Please encourage a ll  who have not participated in 
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Andrews University Berrien Springs, Michigan 49104 U.S.A. (616) 471-7771
May 7, 1985
Dear Colleague:
We would like  to express our thanks and deep appreciation 
for your participation in my study, "The Motivation of 
Secondary School Teachers Currently Teaching at SDA Academies 
in the Lake Union Conference."
Questionnaires recently mailed to you are being returned 
promptly and replies are of a real value to the v a l id ity  of the 
research. Since a ll  replies were s t r ic t ly  anonymous, this  
note of thanks and gratefulness is being sent to a l l  who were 
selected for this study. I f  you have not yet responded, i t  is 
probably because of your busy schedule and the rush to meet 
deadlines for tne end of the quarter and the end of the school 
year.
We are sending you another copy of the questionnaire. Please 
be gracious enough to take a few minutes of your precious time 
to complete i t ,  put i t  in the self-addressed envelope, seal i t ,  
and send i t  back to us as soon as you find the time to do so.
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THE MOTIVATION OF SECONDARY SCHOOL TEACHERS 
CURRENTLY TEACHING AT SEVENTH-DAY ADVENTIST ACADEMIES 
IN THE LAKE UNION CONFERENCE
QUESTIONNAIRE
SECTION I
Please write in the blank to the left of each question the number indicating 
your response.
A. Personal
  1. Sex: I • Male; 2 ■ Female
  1. Marital Status: i ■ Married; 2 ■ Divorced; 3 » Widow; -» » Single
  3. Number of Children: I » None; 2 ” One; 3 ■ Two; ■ Three;
5 » Four or more
_____ 4. Age in years : I ■ 20-25; 2 = 26—34; 3 » 35-40; 4 “ 4l-*9; 3 ” 50*
a. Education
_____ 3. Secondary; i ■ AC Seventh—day Adventist schools;
2 ■ AC public schools; 3 ■ Others
  6. Bachelors (B.S. or equivalent): 1 ■ At Seventh-day Adventist college
or university; 2 “ Public college or university; 3 ■ Other
  7. Masters (M.A., M.S., M.Dlv., M.A.T., or equivalent):
1 ■ At Seventh-day Adventist college of university;
2 • Public college or university; 3 » Ocher
  8. Doctoral (Ph.D., Ed. 0., D. Min. or equivalent):
1 • Seventh-day Adventist college or university;
2 ■ Public college or university; 3 “ Other
C. Teaching Experience (Total number of teaching experience in years)
  9. Seventh—day Adventist School (Academy):
1 ■ zero; 2 “ 1-3 years; 3 “ 4-6 years; 4 ” 7-10 years;
5 “ lO-t- years
  10. Non Seventh-day Adventist school:
1 ■ zero years; 2 * 1 - 3  years; 3 • 4-6 years;
 4 “ 7-10 years; 5 ■ 10* years
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0. Credentials
  I I .  Seventh-day Adventist secondary school teaching certificate:
I ■ Yes; 2 - No
12. State secondary school teaching certificate:
1 “ Yes; 2 ■ No
E. Environment
  13. Type of school where currently teaching:
I “ Boarding; 2 ■ Day; 3 • Combination
  li. Approximate number of students in your class:
1 ■ 1-20 students; 2 * 21+ students
  13. Teaching area: Specify ONE area only. If you teach in more
than one area, please check, only the Major one.)
1. Business Education (Typing, Shorthand, Accounting, etc.)
2. English - Languages (Spanish, French, German, etc.)
3. Fine Arts (Band, Brass Ensemble, Choir, etc.— Art)
4. Practical Arts (Home Economics, Industrial Ed., Shop, driver's Ed.) 
3. Mathematics— Computer science
6. Physical Education— Health
7. Religion (Bible)
8. Science: Biology, Chemistry and Physics
9. Social Studies (Government, Civics, History, Geography).
10 .  Other ______________________________________________  (Please indicate).
  16. Do you feel that your reasons for accepting an appointment as a
teacher at a Seventh-day Adventist Secondary school are being 
fulfilled?
1 • Not at all; 2 ■ Very little; 3 ” Only partly;
4 ■ Mostly; 3 ■ Completely
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SECTION i:
?!««■« writ* In eha blank co ch# lefc o£ eacn quescion che number 
Indlcaelnt your reapona* co che level of diaaaclsfacClon or saCisfacCion 
wich each of che faccora liaced below, aa chey relaCe co your funcClon- 
ing aa a ceacher ac a Sevench-day Advenelac ichool.
1. Highly dlaaaeiafied
2. Modaraealy dlaaaeiafied
3. Noe inporeanc Co aa, or no reaponae 
». Modaracaly aaciafled
S. Highly aaciafled
  1 . KacôgniCion chac you receive for your work, Ideaa or input.
  2. Your level of achievemenc chua far.
  3. Poaaibilicy for profeaaional growth.
  ». Advancement in your career chua far.
  5. The adequacy of aalary currently earning aa a teacher.
  6. Incarparaonal relatione beewean you and your achool principal.
  r. Incarparaonal relatione between you and Che acudenca.
  8. Incarparaonal relatione between you and your peera --acaff membera.
  9. Superviaion, technical help and encouragement you receive.
  10. ReaponalbiliCy delegated to you.
  11. Effacciveneaa of the ayacem (Union/Local Conference), policies
and educational leaderehip.
  12. Effecciveneae of the achool policiea and adminiacracion.
  13. Adequacy of your working condlcione.
' 14. Availability of reeourcee, auppliee and equipmenc.
  15. The work itself.
  16. Factors in your personal life.
  17. Your status.
_ _  18. Your Job security.
  19. Discipline at che school
____ 20. The degree Co which your commitment to service is being met.
  21. Extra-curricular activities chac require your participation.
  22. Your participation in school decision making.
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SECTION III
Would you kindly write answers Co two further questions.
Question I.
Will you please Chink of a recent incident that made you feel exception­
ally GOOD about your job as a teacher in a Seventh-day Adventist school?
Use this paper to describe the incident, trying to be brief, accurate, and 
objective. Any persons involved need not be identified by name. Please 
be sure you are describing a specific INCIDENT, not just a general condi­
tion.
if several incidents come to your mind, please feel free to describe as 
many as you wish. The greater number of incidents will give greater validity 
to this study. (Use both sides of this paper if necessary.)
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Quescion 2.
Mow, will you please Chink of a recenc incidenc chac made you feel ex- 
cepcionally BAD abouc your job as a ceacher. Again, please give your 
answer in brief, accurace and objeccive cerns, describing che specific 
incidenc. Please add as many more incidence as come co your mind. (Use 
boch sides of chis paper if necessary.)
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